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Abstract 
The aim of this research work is the examining of the cross-cultural assignment preparation 
activities of German Mittelstand-SMEs with overseas branches in Asia and the influence of the 
general managers’ foreign experience on these activities in terms of methods used to prepare 
the assignments. The study was conducted as a quantitative dominant mixed-methods se-
quential explanatory design which started with the collection of the quantitative data via online 
questionnaire and was followed by semi-structured interviews as qualitative method in the sec-
ond step. 
In total the use of 62 methods for expatriates and 50 methods for expatriates’ families have 
been examined for the three predictors ‘time general managers spent in a foreign culture’, ‘size 
of the companies’ and ‘presence of HR department’. In total only little differences were found. 
The research revealed that companies with general managers who spent more than 12 months 
in a foreign culture use more likely trial periods on the job and evaluations of qualifications and 
experience as selection methods for expatriates compared to companies where the general 
manager spent less than 12 months in a foreign culture. For families of expatriates this is only 
the case for the evaluation of foreign experience as selection method. 
In terms of differences related to the size of the organisations only unstructured interviews are 
more likely applied as selection methods for expatriates in larger organisations with 250 up to 
499 employees, while in smaller organisations with less than 250 employees aptitude/ability 
tests, personality questionnaires, work sample tests and the provision of a mentor in the Ger-
man headquarter are more likely offered for their expatriates. Structured interviews are more 
likely used for families of expatriates in companies with less than 250 employees compared to 
larger organisations. 
Companies without HR department are more likely to apply for the preparation of expatriates 
drug tests/medical checks, aptitude/ability tests, assessment centres, providing of information 
on leisure activities, language training during the stay and provision of repatriation counselling 
to ease adjustment of repatriates compared to companies with HR department. It is the same 
for families of expatriates where criminal background checks, aptitude/ability tests, immersion 
and return incentive payments are more likely applied or offered by companies without HR 
department. Surprising was, that not a single method was applied more likely for expatriates 
or their families within companies with HR department. Moreover the research results suggest 
that the presence of an HR department has a hindering effect on the preparation of expatriates 
and their families. Companies without HR department apply more likely at least one cross-
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cultural training method for expatriates compared to companies with HR department. The ex-
planation therefore is that in companies without HR department general managers can not rely 
on their HR departments to manage the whole cross-cultural assignment preparation process. 
That is why they are more likely aware that they need external support in order to ensure a 
proper preparation and the use of external support professionalizes the process. However, the 
results of the qualitative results furthermore suggest that general managers who spent more 
than 12 months in a foreign culture and are aware that their HR departments are not capable 
of managing the whole process also use external support and apply cross-cultural training for 
expatriates and their families. Finally, the time general managers spent in a foreign culture has 
also an effect on the overall involvement of the expatriates’ families in the process. In compa-
nies with general managers who spent more than 12 months in a foreign culture the families 
of expatriates are more likely involved in the whole process compared to companies where the 
general managers have less foreign experience.  
This research also reveals that only a minority of about 28% of the surveyed companies applies 
at least one cross-cultural training method for their expatriates and less than 12% of the sur-
veyed companies apply at least one cross-cultural training method for the families of expatri-
ates. This result suggests that there is a potential for trainers and consultants who offer cross-
cultural training programs. 
All results of this research work are discussed in relation to their contribution to theory and 
practice in chapter five. 
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Chapter 1: Introduction 
1.1  Introduction to the chapter 
The purpose of this chapter is to provide a general introduction to this research work by provid-
ing an overview about the background and reasoning of this research as well as the contribu-
tion for theory and practice. This chapter provides furthermore an outline about the applied 
methodology, research design and the philosophical standpoint from which this research work 
is conducted.  
This introductory chapter is divided into six sections and starts with an outline of the research 
background and its aim. It is followed by section 1.2 which explains in detail the background 
of this research. Section 1.3 justifies this research work and describes its aims and scopes. A 
short overview about the whole research design is provided in section 1.4 which is followed by 
a structure outline of this thesis in section 1.5. Chapter one closes with section 1.6 which con-
tains a brief summary of the first chapter. 
1.2  Background of this research study 
Asian nations are after European nations the most important trading partners for Germany, 
where in particular China is with a trading volume of 163 billion Euro (imports and exports) 
behind the United States of America Germany’s second most important trading partner outside 
Europe and China is furthermore home to about 5,000 branch offices of German companies 
(Appendix A, Destatis, 2016). This inevitably leads to contact between German employees and 
their culture with employees from Asian background and their cultures. There is consensus in 
the literature that cultural differences matter, also in a business context (Boyacigiller et al., 
2003, Hofstede et al., 2010, McSweeney, 2002). Especially expatriates and their families, as 
for example from Germany, who are on a cross-cultural assignment in Asia, are confronted on 
a daily basis with a foreign culture. All the problems related to the cultural differences and 
which, in the worst case, can result in a premature return, are described with the term expatri-
ate failure (Oddou, 1991). Given that there is no common understanding for what the term 
expatriate stands for there is a need to develop a definition for this research which is done at 
the beginning of chapter two. In order to cope and master cultural differences the literature 
argues that cross-cultural training can help to lower the risk for expatriate failure but according 
to the literature there are with the selection, preparation, training which is not related to culture, 
support during the stay and the repatriation also other elements which are crucial for a proper 
preparation and success of foreign assignments, that is way this research uses the term cross-
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cultural assignment preparation which includes all methods of the summarised points (Scullion 
and Brewster, 1997, Chew, 2004, Forster, 2000a, Tung, 1981).  
This research is focused on the expatriate activities of German Mittelstand-SMEs (small and 
medium-sized enterprises) with a branch office in Asia, therefore the following sections will 
explain what SMEs are in general, why the German SME sector is different to other SME 
sectors in Europe and what is already known in terms of how German SMEs prepare expatri-
ates for their assignments.   
1.2.1  Small and medium-sized enterprises (SMEs) 
Although small and medium-sized enterprises (SMEs) dominate with worldwide estimated 
420 million up to 510 million enterprises the global economy and their numbers exceeds other 
forms of organisations there is no mutually agreed definition for the segment of SMEs across 
different countries. Common dimensions used for definition of SMEs are number of employees, 
annual turnover and balance sheet total (Association of Chartered Certified Accountants, 2012, 
European Union, 2010, IfM Bonn, 2016 a). Ayyagari et al. (2003) compared the official SME-
country definitions of several countries from all over the world which shows, that the number 
of employees is a key factor to determine if a company is an SME or not. In the majority of 
countries the SME definition varies between 100 and 500 employees (Ayyagari et al., 2003). 
Although 500 employees are according to Ayyagari et al. (2003) the upper limit in the most 
definitions China is a major exception. In China, where SMEs are defined as companies with 
less than 2,000 employees with sales less than 300 million Yuan (about 38.6 million Euro), or 
assets lower than 400 million Yuan (about 51.5 million Euro) (Zhang et al., 2012). Under this 
definition China has about 37.7 million SMEs which account for 99.6% of the country’s total of 
enterprises (Cunningham, 2010). Also in the Americas SMEs are important economic factors. 
In Latin America SMEs account for more than 95% of the total corporate stock (Vives, 2005), 
and also in the USA, the 20 million SMEs represent more than 95% of all firms (Vasek, 2011, 
Kidalov and Snider, 2011). 
1.2.2  SMEs in Europe 
Because figures indicate that SMEs account for more than 95% of companies in China and 
the Americas it is not unexpected that in the EU-25 economies, under the European Commis-
sion definition, 23 million SMEs provide employment for more than 75 million employees and 
account with about 99% significant for the total of enterprises (European Commission, 2010). 
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As illustrated in figure 1.1, the European Commission defines SMEs as enterprises with less 
than 250 employees and 50 million Euro or less annual turnover or an annual balance sheet 
total with 43 million Euro or less and is thus in terms of the number of employees also in the 
area that has been identified by Ayyagari et al. (2003). By this definition SMEs are split up into 
medium-sized, small and micro enterprises, which represent with less than ten employees the 
smallest entity of companies. Although nations have different SME criteria as basis for their 
definitions one can say, that these data highlight that SMEs employ the vast majority of the 
world’s population, represent a major factor for their national economies and also for the global 
economy.  
Figure 1.1: SME demarcation criteria of the European Commission 
 
Source: (European Commission, 2005, p. 14) 
 
The study ‘Internationalization of European SMEs’ which was conducted by the European 
Commission revealed, that 44% of the European SMEs are involved in any form in internation-
alization, what was defined in the study as ‘either exporting, importing, investing abroad, co-
operating internationally, or having international subcontractor relationships’ (European Com-
mission, 2010, p. 25).The study ‘Internationalization of European SMEs’ also reveals that with 
44% European SMEs are more internationally active than their counterparts in the USA or 
Japan. Furthermore there is a direct correlation between the size of the SME and its level of 
internationalization which rises with the size of the SME. Figure 1.2 illustrates that the level of 
internationalization increases in general with the size of the company.  
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The larger the size of the company in terms of employees and turnover, the higher the level of 
internationalisation (European Commission, 2010). 
 
Figure 1.2: Percentage of internationalised SMEs in 2006-2008 
 
Source: (Internationalisation of European SMEs EIM/GDCC, 2009) 
 
The most international activities of European SMEs are done with or within Europe. However, 
the study European Commission (2010: 25) summarises that ‘even if only extra EU exports 
are considered they still perform better’ than US American or Japanese companies with re-
gards on international activities. China is outside Europe one of the most important trading 
partner for European SMEs. 
The figures also indicate that international orientated SMEs have with 7% versus 1% a signif-
icant higher average growth in employment and are more innovative than other SMEs (Euro-
pean Commission, 2010). These facts underline that a large proportion of European SMEs 
maintains business relationships with companies from other cultural backgrounds which might 
be a source for misunderstanding and conflict and underline again the relevance of this re-
search. With about more than 4.8 million SMEs under the European Commission definition, 
representing 99.9% of all private companies, the United Kingdom has the highest number of 
SMEs within Europe. These SMEs account for 59.8 % employment and 49.0 % turnover in the 
UK (The Department for Business, Innovation and Skills, 2010). The United Kingdom has fol-
lowed by Germany, which has with 3.6 million SMEs under the European Commission defini-
tion, which represent 99.6% of all private companies, the second largest number of SMEs in 
Europe (IfM Bonn, 2016 b). 
However, a comparison of Europe`s strongest economies, the UK, France and Germany show 
that there are significant differences in their SME structures. In all three economies, SMEs are, 
with regards to employment and turnover, are very important contributors to economic wealth, 
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however, if these three SME country-sectors are compared there are on the one hand the UK 
with 95.4% and France with more than 92% of enterprises which have less than 10 employees 
and belong as illustrated in figure 1.1 to the group of micro enterprises. In Germany this pro-
portion of micro enterprises is with 83% significantly smaller than in France and the UK (De-
partment for Business, Innovation and Skills, 2011, Courrent and Gundolf, 2009, European 
Commission, 2011). These figures indicate that the German SME sector is different compared 
to the majority of SME sectors in Europe because the proportion of companies with 10-249 
employees is significantly higher in Germany than in the UK, France and the European aver-
age, which is also the case for the proportion of companies up to 499 employees (Deutsche 
Bank, 2009). Thus, SMEs in Germany tend to be larger in terms of employees than SMEs from 
other European nations. 
1.2.3  SMEs in Germany 
SMEs are in Germany also known under the name of ‘Mittelstand’ (Institut für Mittel-
standsforschung, a, 2016) with the difficulty that there is no generally accepted definition for 
the term ‘Mittelstand’. More than 200 approaches for a definition are known, which is quite 
surprising since ‘the Mittelstand is both a distinctive feature and a pillar of Germany's economy’ 
(Berghoff, 2006, p. 270, Mugler, 1998, Kosmider,1994, Krimphove and Tytko, 2002). Berghoff 
(2006: 264) claims that ‘the notion of Mittelstand is impossible to translate’ and that ‘semanti-
cally, it is much more than a neutral description of the owners of small and medium sized 
enterprises‘. Factors such as close contact to customers, unity of ownership and management, 
regional closeness and long-term orientation characterize the German Mittelstand (Block and 
Spiegel, 2011, Reinemann, 2011). Homburg (1999) claims that the term Mittelstand does not 
refer to small or medium-sized firms. Instead Homburg (1999: 101) states that ‘Mittelstand is 
a sociological concept and means the class of people between the workers and the capitalists’.                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                 
For Bhaumik and Gregoriou (2010) factors such as size and turnover are of secondary im-
portance for define German Mittelstand because for them it is crucial whether a company is 
family-owned and therefore ‘Mittelstand’ or not, with the consequence, that according to this 
definition large family owned enterprises such as C. H. Boehringer Sohn AG & Co. KG with 
12.7 billion turnover and 44,000 employees or Vaillant, which also considers itself as Mittel-
stand, with its 12,400 employees and 2.3 billion Euro turnover belong to the group of Mittel-
stand companies (Boehringer Ingelheim, 2011, Vaillant, 2012). This contradicts the views of 
Deeg (1998) who says that in terms of hard demarcation criteria ‘Mittelstand’ refers to medium-
sized companies with 100 up to 500 employees, what is congruent with the prior mentioned 
summary of SME definitions around the world (Ayyagari et al., 2003). However, Deeg recog-
nizes that in Germany it is common to refer to both small- and medium-sized enterprises, i.e. 
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all firms with less than 500 employees as ‘Mittelstand’, which is with regards to the number of 
employees consistent with the SME definition of the Institut für Mittelstandsforschung Bonn, 
which is called by Berghoff (2006: 269) as a ‘restrictive definition’, says that companies with 
less than 500 employees and less than 50 million Euro turnover per year belong to the group 
of SMEs (Institut für Mittelstandsforschung, 2016 b). Table 1.1 illustrates the demarcation cri-
teria of the ‘Institut für Mittelstandsforschung’ for SMEs in Germany in comparison with the 
SME criteria of the European Commission.  
Table 1.1: Comparison of SME criteria 
Definition 
SME-definition of the Institut für 
Mittelstandsforschung SME-definition of the EU Commission 
size Employees and  
turnover 
€/year Employees and  
turnover 
€/year 
 
or 
 
Annual 
balance 
sheet total 
micro               < 10 < 2 million 
 
< 10 
 
< 2 million 
 
< 2 million 
small < 50 
  
<  10 million 
 
 11- 50 
 
< 10 million 
 
< 10 million 
medium 50 – 499 
  
< 50 million 
 
 51< 250 
 
= or <  50 million 
 
= or <  43 million  
SME < 500 
  
< 50 million 
 
= or < 250 
 
= or <  50 million 
 
= or <  43 million 
Source: (Institut für Mittelstandsforschung, b, 2016 and European Commission, 2005, p. 14) 
 
Also the definitions of the IfM Bonn and the European Commission differ significantly with re-
gards to the number of employees; table 1.2 illustrates that the difference in terms of per cent 
is not as big. According to IfM Bonn’s definition, 99.6% of German companies belong to the 
group of SME and compared to the European Commissions’ definition (99.5%) only 0.1% 
fewer companies belong to the group of SMEs. This comparison shows that in general it does 
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not really matter which definition is applied to underline the importance of SMEs for the Ger-
man economy. 
Table 1.2: Comparison of SME definitions of IfM Bonn and the European Commission  
3.68 million German companies IfM Bonn EU Commission 
Companies belong to the group of SME 99.6 % 99.5 % 
Employment 69.2 % 55.1 % 
Contributed turnover 36.9 % 37.8 % 
Source: (IfM Bonn, 2016 b and European Commission, 2005) 
 
Taking the IfM Bonn definition as basis, the SME sector furthermore contributes over 80% of 
the net public finance (taxes and social contributions) in Germany and 85% of Germanys’ ap-
prentices are being trained in the SME sector (Mittelstandsinstitut Niedersachsen e.V., 2016). 
In summary the majority of companies belong to the group of SMEs, which provide the majority 
of employment in the world and Europe. For these reasons SMEs are not only a very important 
economic factor in the world or in Europe but also for Germany, where SMEs are considered 
to be the reliable backbone of the economy (Deeg, 1998, Engelen et al., 2010, Krimphove and 
Tytko, 2002, Berghoff, 2006). 
Also the IfM Bonn has a widely accepted SME definition it seems to be problematic to use only 
quantitative aspects to determine whether a company belongs to the Mittelstand or not (Wolter 
and Hauser, 2001), because this method would ignore that companies, which may be owned 
by a corporation are considered to be a Mittelstand company. A good example for a company 
which belongs with regards to the quantitative aspects to the group of SME is the Düsseldorf 
based company Ideenkapital GmbH. Although Ideenkapital GmbH is a SME, it is a wholly 
owned subsidiary of the ERGO Insurance Group, the second largest insurance group in Ger-
many. Thus the management of Ideenkapital GmbH has no ownership over the company and 
the culture within the company and the management decisions are influenced by the corporate 
group. Therefore there are significant differences compared to a company with the same turn-
over and the same workforce which is managed and owned by the founder of the company. 
Therefore it is argued that in addition to the quantitative factors, also qualitative factors should 
be applied to determine whether a company belongs to the sector of Mittelstand or not (Wolter 
and Hauser, 2001). 
Reinemann (2002) developed a matrix in order to simplify the distinction between different 
types of companies on the basis of quantitative but also qualitative criteria such as for example 
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owner structure or the level of freedom, which follows the argument of Wolter and Hauser 
(2001) that only quantitative factors are not enough to identify the type of a company. 
Figure 1.3: Typing of companies 
 
Source: (Reinemann, 2002, p. 14) 
 
Bhaumik and Gregoriou (2010: 706) estimate that ‘there are between 1.3 and 3.2 million family-
owned businesses’ in Germany which they refer as Mittelstand. While Germany has about 
3.64 million enterprises in total, their estimate with a spread of 1.9 million companies is very 
imprecise and not very helpful to determine the correct figure. Nevertheless, there are more 
precise figures available. Wolter and Hauser (2001) conducted a study in which they took the 
quantitative definition of the IfM Bonn as basis and complemented it by two qualitative aspects 
which where 
 Up to two persons or their family members hold at least 50% of the company shares 
 These persons belong to the executive board of the company 
with the result that the difference between both definitions is only 4.9% which means that taking 
qualitative and quantitative factors into consideration 94.8 % of the companies belong to the 
group of Mittelstand, compared to 99.6% of companies which are with regards to quantitative 
aspects SMEs, which proves that the difference between the effects of qualitative and quanti-
tative aspects is not large.  
If one accepts the research of Wolter and Hauser (2001) and its qualitative aspects as a basis 
and combines it with Reinemann’s matrix of figure 1.3 one comes to the conclusion that type I 
enterprises meet all requirements to belong to the groups of SME and Mittelstand enterprises 
(less than 500 employees and less than 50 million Euro turnover by year (Institut für Mittel-
standsforschung, b, 2016). Large family enterprises as described as type II enterprises are 
according to the qualitative criteria Mittelstand companies but do not belong under quantitative 
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aspects to the group of SMEs Prior mention Vaillant GmbH is a type II company. Also type IV 
enterprises belong under quantitative aspects to the group of SMEs, however, they do not 
meet the qualitative requirements to be a part of the Mittelstand, like Ideenkapital GmbH from 
Düsseldorf. Type III enterprises belong neither under quantitative nor qualitative criteria to the 
Mittelstand or SME sector. Therefore only type I and type II companies can be considered as 
Mittelstand under qualitative aspects. 
In summary one can say that although there is no common definition for Mittelstand in Ger-
many with regards to the quantitative definitions of the IfM Bonn, the European Commission 
and SME definitions from other nations from all over the world (Ayyagari et al., 2003), that with 
regards to the number of employees the maximum limit of a company from the Mittelstand is 
less than 500 employees and taking into account China’s definition of a SME the maximum 
limit would be less than 2,000 employees. 
Although Berghoff (2006: 270-271) claims that ‘a firm with a workforce of over a thousand can 
be considered as part of the Mittelstand if it is owned and run by a family and if its business 
culture has retained aspects of the original economic and cultural arrangements, such as fam-
ily control and management, lean management structures, strong family values, a patriarchal 
culture, and an emphasis on continuity’ and that there are ‘good reasons to increase the cut-
off point to one thousand or more employees’, this research will follow the IfM Bonn definition 
with regards to quantitative aspects because the definition and criteria of the ‘Institut für Mittel-
standsforschung Bonn’ are widely adopted in German practice and research. The definition 
also includes the companies with more than 250 up to 499 employees which is important be-
cause as illustrated in figure 1.2 the larger the size of the company is, the higher the level of 
internationalisation and therefore it can be assumed that in relation companies with 250 to 499 
employees are more international active than companies with less than 250 employees 
(Beeker, 2002, Berghoff, 2006, European Commission, 2010, Krimphove and Tytko, 2002). 
However, for this research not only quantitative aspects will be regarded, in addition to the 
quantitative definition of the IfM Bonn with up to 500 employees, the research will also use the 
prior mentioned qualitative aspects in a modified form, because I know companies which have, 
beside the families holding the majority of the shares, also general managers who run the 
companies and hold shares of the companies but do not belong to the two families which hold 
at least 50% of the shares. Therefore the two qualitative aspects for the determination of Mit-
telstand companies are: 
 Up to two persons or their family members hold at least 50% of the company shares  
 The managing director is a shareholder of the company 
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because this ensures to obtain the most accurate delineation between classic Mittelstand (type 
I) and other types of enterprises in addition, these criteria have already been used successfully 
in the research of Wolter and Hauser (2001). The SME definition of the IfM Bonn includes 
beside the number of employees also the annual turnover of the companies and the definition 
of the EU has in addition to the annual turnover also the balance sheet total as criteria. How-
ever, the financials are not a component of this definition because it could easily exclude cap-
ital-intensive industries like chemicals and steel from the group of Mittelstand-SMEs, although 
they fit in all other proof points under the Mittelstand definition which was developed for this 
research (Kleindorfer and Wu, 2003). 
Now that the criteria for the definition and identification of Mittelstand-companies are known, it 
seems to be important to analyse if there is already evidence in the literature how German 
SMEs and Mittelstand- companies in general prepare their expatriates for their expatriate as-
signments and what influence the general managers have, in order to provide more detail on 
the context of the study. 
1.2.4  Situation in German SMEs 
Although family owned SMEs are of such an importance they are compared to the research 
field of expatriation in multinational enterprises not very much explored, therefore there is 
a lack of empirical research on the internationalization strategies of SMEs (Kontinen and Ojala, 
2012, Schmierl, 2011, Scullion and Brewster, 1997). However, the little available literature 
suggests, that although it is evident that the development of internationally oriented and usable 
technical and managerial personnel is an important competitive advantage and that cross-
cultural training and cross-cultural assignment preparation are very important factors for the 
success of expatriates or foreign assignments, because inadequate quantity of and/or un-
trained personnel are major barriers for SMEs to succeed in foreign markets, the majority of 
German SMEs which are involved in international business do not prepare their employees for 
their foreign assignments nor they have developed internal guidelines on how to deal with 
foreign assignments (Festing, 2000, Stroh and Caligiuri, 1998b(a), Minssen and Schmidt, 
2008, Stroppa and Spiess, 2010, Harvey et al., 2001, Schmierl, 2011). 
Recent empirical studies and expatriate literature revealed that in large companies interna-
tional personnel management is comparatively well regulated. However, in SMEs expatriates 
do not receive the support they need to succeed in a foreign assignment and furthermore, 
transparent rules for foreign assignments seem not to be existing, the duration of the foreign 
assignment is often not clear and also a standardized selection procedures is also not visible 
(Schmierl, 2011). Instead the motivation of the candidates to go abroad, language skills and 
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the compatibility with family demands seem to be the most important selection criterion for 
foreign assignments in German SMEs (Minssen and Schmidt, 2008). According to the ‘Institute 
for Intercultural Management’ (Institut für Interkulturelles Management, 2001) only 20% of the 
German expatriates do receive any form of cultural training prior to their assignment, what is 
supported by other research (Habedank, 2006). Neither the Delegations of German Industry 
& Commerce in China nor the Institute for Small and Medium Sized Enterprises have data 
about how many German SMEs prepare their expatriates for their cross-cultural assignments 
in Asia (Appendix A).  
Mendelhall et al. (1987: 334-335) have summarised the reasons why large enterprises are not 
focusing efforts and resources to the cross-cultural training of expatriates. They are: 
 The belief that cross-cultural training programs are not effective 
 Trainee dissatisfaction with the training programs 
 The lack of time between selection and relocation prohibits in-depth cross-cultural train-
ing because there is not enough time to expose the expatriate to "quality" training 
 The perception that because the overseas assignment is relatively short (one - three 
years) it does not warrant budget expenditures on training 
 The trend toward employing local nationals in management 
 No perceived need for such programs on the part of top management  
However, the reasons why the majority of German SMEs are not focusing efforts and re-
sources to the preparation of cross-cultural assignments are not clear yet (Stroppa and Spiess, 
2010). Their limited global mobility and lack of financial resources, which is illustrated in figure 
1.4 where it is visible that smaller companies have a significant lower equity ratio than large 
enterprises and thus a limited financial flexibility, seem to be two factors why German SMEs 
cannot provide the support a large company can do (Stroppa and Spiess, 2010).  
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Figure 1.4: Equity ratio of German SMEs 
Source: (S-Finanzgruppe, 2012, p. 5) 
 
Still, these seem not to be the main reasons why only a minority of about 20% invests in cross-
cultural training for their expatriates. Gutmann and Kabst (2000: 253) claim that the topic of 
international personnel management in SMEs is so important, that it should always be in the 
hand of the general manager what also seems to be almost exclusively the case in German 
SMEs. Nevertheless, the reason why the general manager is responsible for the international 
personnel management seems not to be, because it is so important, moreover the reason 
seems to be more pragmatic because unlike large enterprises, the majority of German SMEs 
do not have their own departments for personnel development with their own budgets and 
therefore the general managers are in charge to decide about foreign assignments (Bergmann, 
2006). This is supported by the research of Minssen and Schmidt (2008) which additionally 
says, that in firms with less than 50 employees exclusively the general manager decides about 
foreign assignments and all other related components, such as selection criteria and training. 
This is consistent with the results of a survey conducted by the Chamber of Commerce Koblenz 
(IHK Koblenz, 2011) which results indicate that the general managers of the majority of SMEs 
in the city Koblenz decide about any kind of personnel development, including the cross-cul-
tural training activities of the companies. Thus, this indicates that in most cases it depends on 
the general managers whether expatriates receive any kind of cross-cultural assignment prep-
aration or not.  
Although there is evidence that general managers decide if expatriates are prepared or not 
these decisions can also be influenced by HR departments which presence increases the pro-
fessionalization of the company’s personnel management (Kolster and Homann-Kania, 2011). 
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The functions of HR departments can be divided up according to Aswathappa (2013: 16) into 
three different categories: 
1. HR generalists who carry out generic activities like payroll, leave and benefits. 
2. HR specialists who assume responsibility for areas like hiring, training and develop-
ment, compensation, performance assessment and employee relations 
3. HR heads who either functions across locations or head HR for a divisions within an 
organisation. 
According to Stone (2013) an HR department is not a substantial success factor for organisa-
tions when it is primarily concerned with 'picnic and payroll' functions what corresponds to 
Aswathappa’s (2013:16) ‘HR generalists who carries out generic activities like payroll, leave 
and benefits.’ One can assume that a HR generalist who is primarily concerned with adminis-
trative day by day work in an organisation is in general not an expert in expatriate affairs. On 
the other hand would HR specialists with focus on expatriate affairs be helpful counsellors to 
general managers. In most cases large companies and multinational enterprises have HR spe-
cialists or even special departments which are responsible for international or intercultural per-
sonal management affairs, because requirements for these employees are higher than for nor-
mal HR generalists. These requirements include for example an academic degree (e.g. in 
business or psychology and advanced knowledge in international human resource manage-
ment) (Thomas et al., 2009). Research results suggest that only a minority of 20% of German 
SMEs have an HR department while the number of companies with HR department rises co-
lossally with the size of the companies (Börstler and Steiner, 1982). Furthermore a recent sur-
vey of Kienbaum et al. (2013) among German SMEs reveals, that over 50% of the surveyed 
companies have less than three employees in their HR departments which suggests that these 
HR departments are too small to have HR specialists who are responsible and qualified for 
expatriate affairs and can therefore be categorised under the type of HR generalists which can 
not be regarded as key contributor to the success of the organisation. 
In summary one can say that although the criteria which are predictive of acculturation and 
productivity in cross-cultural assignment are known for decades the literature indicates that 
German SMEs do not appear to follow these recommendations when it comes to foreign as-
signments. Instead it seems that the general managers of the SMEs are the major factor for 
cross-cultural preparation in SMEs. However, the answering of the research question is not 
possible with regards to the gaps literature, what justifies the relevance of this research and 
leads to the aims and scope of this research in the next section 1.3.  
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1.3  Aims and scope of this research 
As mentioned in the previous section, the research focus is limited to German Mittelstand-
SMEs which have branch offices in Asia. The reasoning why the scope is limited to Asia is 
explained in detail in section 3.5. Since it is unclear how German Mittelstand-SMEs prepare 
their expatriates for cross-cultural assignments in Asia this thesis aims to explore the cross-
cultural assignment preparation activities of German Mittelstand-SMEs with overseas 
branches in Asia and the influence of the general managers’ foreign experience on these ac-
tivities in order to fill this gap in the literature and to provide insights for consultants and trainers 
which offer cross-cultural preparation services and want to expand their activities to Mittel-
stand-SMEs. Thus, this research has relevance for theory and practice. 
The core research question of this thesis is therefore: 
‘How do German Mittelstand-SMEs which have overseas branch in Asia prepare their expatri-
ates and their families for their cross-cultural assignments and what influence does the time 
the general managers spent in a foreign culture has on the cross-cultural assignment prepa-
ration process?’ 
In order to increase the quality of the answer to the research question three more subsequent 
research questions are required these are:  
1. What are the reasons why German Mittelstand SMEs do not provide sufficient cross-
cultural training for their expatriates? 
2. Does in German Mittelstand SMEs the general manager decides whether cross-cultural 
assignment preparation is offered to expatriates or not? 
3. Are there other factors such as the size of the company or the presence of HR depart-
ments which influence the cross-cultural assignment preparation process? 
Because there is no information available about the number of German-Mittelstand SMEs in 
Asia and especially in China as Germany’s most important trading partner in Asia, this research 
also aims to fill this gap with a fourth subsequent research question: 
4. What proportion of the more than 5,000 German companies with a branch office in 
China belong to the group of Mittelstand-SMEs according to the definition which is de-
veloped for this research? 
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1.4  Research design 
Since this is a practice oriented DBA research work it aims to produce knowledge which has 
practical relevance in the first place but also wants to contribute to theory by filling some gaps 
in the literature. The research work is conducted from a pragmatist position and applies a 
quantitative dominant mixed-methods sequential explanatory design which starts with the col-
lection of the quantitative data (Creswell et al., 2003, Ivankova et al., 2006). The applied data 
collection instruments are for the quantitative data collection an online questionnaire and for 
the qualitative data collection semi-structured interviews which are described in more detail in 
chapter three. The follow up semi-structured interviews are applied to support the validation of 
the quantitative results, to help to explain the results of the quantitative analysis and finally to 
eliminate ambiguities which can arise during the analysis of the quantitative data (Creswell et 
al. 2003, Saunders et al., 2009). A detailed reasoning for this approach is provided and dis-
cussed in chapter three. 
1.5  Thesis structure 
Figure 1.5 illustrates the structure of this research work which is divided up into six chapters 
Figure 1.5: Thesis structure 
 
Source: developed for this research 
 
1. Chapter one introduces the research work and provides the reasoning for this research 
work as well as an overview about the applied research design, the research question 
and closes with an outline of each chapter.  
2. Chapter two explains what expatriates are, why companies should prepare them for 
their cross-cultural assignments and how expatriates can be prepared for their cross-
16 
 
cultural assignments. Furthermore the reasoning and the development of the eleven 
research hypotheses which are based on the findings of the literature review are pre-
sented. Chapter two closes with the development of a conceptual model which shows 
the links between issues and the relationships being tested by the hypotheses. 
3. Chapter three presents the underlying research paradigm and the applied research 
design. Furthermore the determination process for the region to be examined, the re-
search population, the quantitative and the qualitative data collection process and are 
described. 
4. Chapter four presents the results of the quantitative and qualitative data analysis and 
closes with a discussion of the findings. 
5. Chapter five contains the conclusion about the research hypotheses and questions. 
Furthermore it explains the implications of this research work for theory and praxis.  
6. Chapter six consists of my reflective diary where I give an overview how I experienced 
the DBA program and how I developed my practice skills by applying the learnt aspects. 
1.6  Summary 
This chapter outlined the background and the context of this research work as well as the aims, 
the scope and research questions which derive out of the brief literature review. Subsequently 
the applied methodology, research design and the philosophical standpoint from which this 
research work is conducted were elucidated. Finally, a brief overview about the structure and 
each chapter is provided in order to give an outlook about the following five chapters. 
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Chapter 2: Cross-cultural assignment preparation: a review of the 
literature 
2.1  Introduction to the chapter 
There is strong evidence that national culture exists and that it has influence on several aspects 
of life, as for example when people from different cultures meet, communicate or do business, 
especially when somebody lives and works in a foreign culture (Boyacigiller et al., 2003, Hof-
stede et al., 2010, McSweeney, 2002, Reisinger and Dimanche, 2010). As Mishler (1965: 517) 
already argued in 1965 ‘the greater the cultural differences, the more likely barriers to commu-
nication and misunderstanding become’ and Peterson and Shimada (1978) put into question 
if managers from different cultures understand each other totally even if they understand the 
spoken words what links to Ralston et al. (1993: 270) who claim that ‘understanding managers 
values is critical in a global economy, since the business philosophy of a given country de-
pends, to a large degree, upon the values held by those in management. What is valued by 
managers in a given country influences how those individuals make business decisions’. But 
not only the communication and understanding are crucial points in international business, also 
the behaviour with partners and co-workers and, as Hofstede (2007: 413) says ‘a management 
technique or philosophy that is appropriate in one national culture is not necessarily appropri-
ate in another’, what of course can become as the above mentioned factors a source of conflict 
in negotiation or cooperation, not to mention all other factors which concern for instance ex-
patriate assignments and can lead to expatriate failure, which will be discussed in more depth 
in section 2.6. This all justifies this research because cultural differences are also in a business 
context crucial and as already outlined in chapter one it is unknown how German SMEs pre-
pare their expatriates for their assignments in Asia. Therefore, with regards to the research 
question ‘how German small and medium-sized enterprises (SMEs) which have overseas 
branches in Asia prepare their expatriates for their foreign assignments and what influence the 
general managers have on the cross-cultural assignment preparation activities’ the following 
questions arise: 
 What are expatriates? 
 Why should companies prepare expatriates for their assignments? 
 What is cross-cultural assignment preparation? 
Thus the aim of chapter two is to answer these four questions and to give in section 2.2 an 
overview about what expatriates are and to provide a clear definition of what kind of expatriates 
and will be regarded in this research, in section 2.3 the reasons why expatriates are sent to 
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work in other countries are reviewed and furthermore the problems which can occur during 
their assignments, especially because of cultural differences are analysed in section 2.6. Once 
this is worked out, chapter three will give an overview about how companies can prepare their 
expatriates for their assignments in section 2.7. A summary of the first seven sections is pre-
sented in section 2.8 which ends with the development of the research hypotheses and the 
development of a conceptual model in section 2.9. 
2.2  Definition of expatriates 
International assignments have always played a major role in the operations and activities of 
multinational companies but also further and further for smaller organisations (Arthur and Ben-
nett, 1995). Thus in a more and more globalized world, employees with international experi-
ence are increasingly becoming a competitive resource for organisations which are involved 
in international business and therefore, the demand for this kind of employees rises (Barney, 
1991, Insch et al., 2008, Kraimer et al., 2009). This type of employees is generally referred to 
as expatriates but just as with the term ‘culture’, one can find different definitions for the term 
expatriates in the literature. Therefore it is helpful to compare the widely cited definitions of 
expatriates from table 2.1. 
Table 2.1: Widely cited definitions of expatriates 
Edström and Galbraith, 1977 
 
Expatriates are ‘individuals who, irrespective of their 
national origin, are transferred outside their native 
country to another country specifically for employment 
purposes’ (p. 12) 
Aycan and Kanungo, 1997 
 
Expatriates are ‘employees of business or government 
organisations who are sent by their organisation to a 
related unit in a country which is different from their 
own, to accomplish a job or organisation-related goal 
for a temporary time period’ (p. 250) 
Phillips and Fox, 2003 Expatriates are defined as ‘citizens of the corporation’s 
headquarter country, but who are working in a foreign 
country’ (p. 466) 
Dowling and Welch, 2004 An expatriate is an ‘employee who is working and tem-
porarily residing in a foreign country’ (p. 5) 
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Harrison et al., 2004 Expatriates are defined as those ‘employees of busi-
ness organisations . . . who are sent overseas on a 
temporary basis to complete a time-based task or ac-
complish an organisational goal’ (p. 203) 
Littrell et al., 2006 Expatriates ‘are defined as individuals who relocate 
from one country to another for at least one year’ 
(p. 356) 
Source: developed for this research 
 
Each of these definitions covers important aspects but some definitions leave room for inter-
pretation as for example the expatriate definitions of Edström and Galbraith (1977) whereas 
Phillips and Fox’s (2003: 466) ignore the time frame component, therefore, their definitions 
could also include a permanent stay in the host country on the other, Littrell et al.’s (2006: 356) 
definition does not include the explicit mentioning of working as purpose for the relocating, thus 
in strict terms also a pensioner who moves in another country can also be referred as an 
expatriate and Harrison et al., (2004: 203) definition appears to be valid only from a Japanese 
perspective, where every other country is located overseas. However, comparing these defi-
nitions reveals that there seem to be with the type of the relocating employee, the length of 
time spent in a foreign country and the purpose of the assignment three different criteria, which 
are characteristic to identify an expatriate: 
Only two out of the six definitions take into account these three factors; namely Dowling and 
Welch (2004) and Aycan and Kanungo (1997). Nevertheless, with regards to the research 
question both definitions are not explicit enough to define later on the research population, 
because the literature suggests that there are different types of expatriate assignments which 
are also determined by the length of the assignment. Therefore all of these three components 
will be discussed later on in this chapter in order to identify clear criteria to define expatriates 
for this research in order to determine the research population. However, as a basic definition 
Dowling and Welch’s (2004: 5) definition seems to be well suited, because it covers as also 
Aycan and Kanungo’s (1997: 250) all relevant aspects, but it is considerably shorter. 
2.3  Number and reasons for expatriate assignments  
The number of expatriate assignments has increased worldwide and not only the number but 
also the costs for such assignments (Mercer, 2012). Cost estimates for sending an expatriate 
vary, but there is consent in the literature that it is an expensive move because already in the 
1990s the cost for an expatriate could exceed 220,000 US$ per year and in the mid 2000’s 
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the average expatriate assignment costs where 311,000 US$ per year (Birdseye and Hill, 
1995, Copeland and Griggs, 1985, PricewaterhouseCoopers LLP, 2006). These direct costs 
include costs for housing, transportation, salaries, benefits and cost concerns for the family 
(Baker and Roberts, 2006). So if expatriates are so expensive, organisations must have good 
reasons to be willing to make such costly investments. In fact, research has shown that the 
reasons for sending expatriates on to foreign assignments are manifold but an analysis of the 
literature suggests that some reasons are more dominant than others. Edström and Galbraith 
(1977: 252) identifies three motives for companies to expatriate their employees.  
 To fill positions when qualified local individuals are not available or easily trained 
 to develop managers for positions of responsibility  
 for organisational development  
Reiche and Harzing (2008: 14) concluded after they conducted a literature review that ‘there 
seems to be a considerable consensus on the principal functions of international transfers, well 
represented by the original classification of Edström and Galbraith.’ However, an analysis of 
the relevant literature confirms Reiche and Harzing’s statement with regards to Edström and 
Galbraith’s points but also reveals that a major reason for expatriate assignments is missing. 
Several authors also name ‘control of the foreign subsidiary’ as one of the most important 
factors for expatriate assignments (Bonache et al., 2001, Insch and Daniels, 2002, Scullion, 
1994, Torbiörn, 1982). Other reasons for expatriate assignments mentioned in the literature 
such as for example to transfer technical knowledge, to transfer company culture and policy or 
to coordinate and transfer knowledge (Bonache et al., 2001, Mercer, 2012, Torbiörn,1982) are 
all valid but can be summarised under Edström and Galbraith’s (1977) point ‘organisational 
development’. 
2.4  Types of expatriate assignments 
As mentioned in section 2.1 an analysis of the literature suggests that beside the target or host 
country, expatriate assignments have two further distinctive features - the type of foreign as-
signment and the length of the foreign assignment. Relating to the types of foreign assignments 
Hays (1974: 29) says that an ‘assignment is to analyse and solve a specific operational prob-
lem. Assignment is to perform as an acting element in an existing operational structure.‘ He 
distinguishes between four types of foreign assignment. 
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1. Structure Reproducer  
2. Trouble-shooter  
3. Operational Element  
4. Chief Executive Officer Assignment is to build, in the foreign subsidiary, a structure 
similar to that which he knows in some other part of the firm. 
So for Hays (1974) expatriates are only sent to existing structures. This view ignores the fact 
that a part of an expatriate assignment can also be to found a branch abroad, when there is 
no existing operational structure (Da-Cruz and Cappallo, 2008). This point is taken into account 
by Tarique and Caligiuri (2004: 286), who also distinguish between four different types of for-
eign assignments but their categories for expatriates are ‘Technical’,’ Functional’, ‘Develop-
mental’ and ‘Strategic’ where the third category ‘developmental’ covers the missing element of 
Hays. However, to determine for the expatriate definition of this research the type of foreign 
assignment it seems not really to be important or relevant if the expatriate is a ‘structure repro-
ducer’ or a ‘technical employee’ what is much more important is, that it is an expatriate who is 
in a foreign country for work purposes and not on holiday or to spend his or her retirement in 
a foreign culture, just as one could interpret Littrell et al., (2006) prior in section definition 3.2 
discussed definition. Therefore the type of foreign assignment will not be regarded in more 
depth in this research. 
2.5  Length of the assignment 
Because there is also no consensus in the literature relating to the timeframe of a foreign or 
expatriate assignment, it is important to narrow the scope of the research by determine which 
timeframe is regarded as expatriate assignment and what kind of assignments are out of scope 
and not relevant for this research. Depending on the definition, an expatriate assignment might 
start according to the Japanese Ministry of Foreign affairs (2005) with any duration longer than 
three months and has theoretically no upper limit (Littrell et al., 2006). With regards to the 
length of an assignment Wagner (2002: 264-267) distinguishes between four different types of 
foreign assignments.  
1. Business trips are the shortest form of foreign assignments, which normally last from 
one up to several days. 
2. A deployment is a medium-term assignment, which lasts between several weeks up to 
two years. 
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3. The employee dispatching is a long-term assignment, which last between two and four 
years. 
4. Any longer assignment is regarded as a transfer and has a permanent character. 
Thus the second and third types with an employee dispatching up to four years fall most likely 
into the category of expatriate assignments. Littrell et al. (2006: 356) have a different under-
standing of the length of foreign assignment than Wagner and differentiate only between three 
different types of foreign assignments. 
1. An extended business travel which lasts from one day up to less than six months. 
2. Assignments with six months stay up to one year stay are short-term assignments  
3. Assignments with more than one year of stay are considered to be expatriate assign-
ments. 
However, this classification has a distinct disadvantage which is the missing of an upper limit 
for an expatriate assignment, but it clearly sets the bottom line for an expatriate assignment to 
one year, which differs significantly from Collings et al. (2007) view in which a traditional ex-
patriate assignment lasts usually three to five years. Nevertheless the literature indicates that 
Littrell et al. (2006) opinion prevails that an expatriate assignment begins with one year of stay 
because others authors such as Firth (1981) and Westney (2001) also set the bottom line to 
one year.  
Although the above listed definitions show up that there is no consensus about differentiators 
with distinctive characteristics in terms of the duration of the assignment, there are good rea-
sons to claim that any assignment with less than one year of stay in the host country is a short-
term assignment and does not belong to the category of expatriate assignments and any as-
signment with duration of more than five years is a permanent stay in the host country because 
this timeframe is also the timeframe which applied by the consulting firm ECA International in 
its well known expatriate study ‘Managing Mobility 2012’ (ECA International, 2012). Based on 
Dowling and Welch’s (2004: 5) definition for expatriates from section 3.2 and the above de-
scribed timeframe the expatriate definition for this research is an ‘employee who is working 
and temporarily residing in a foreign country for a period of one to maximal five years.’ 
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2.6  Expatriate failure 
The analysis of the expatriate literature suggests that the term expatriate is inextricably linked 
with the term expatriate failure which frequently encounters in the literature but although ex-
patriate failure is a frequently used term in the expatriate literature and multiple articles have 
been written about it, a universal agreed definition of this term is not existent with the result, 
that authors often use it without a definition or clear description, what expatriate failure is (Hays, 
1974). A clear definition seems to be important because the literature propound that the term 
can have different meanings, what can lead to misunderstandings. Harzing and Christensen 
(2004: 625) believe that ‘expatriate failure in itself can be regarded as an empty term, which 
can only be defined when specific outcomes are related to specific causes within the actual 
context’. Tung (1987: 117) describes expatriate failure in one of her surveys as ’the inability of 
an expatriate to perform effectively in a foreign country and, hence, the need for the employee 
to be fired or recalled home’. This definition shows strong similarities with Harzing and Chris-
tensen’s (2004: 616 and 622) definition which is ‘the inability of the expatriate or repatriate to 
perform according to the expectations of the organisation’. Both definition cover only the ex-
pectations of the organisation and ignore the expatriate himself and therefore there seems to 
be the need for a more detailed distinction which is provided by Oddou (1991: 300). He divides 
expatriate failure up into three parts, the ‘premature return due to the employee’s or the em-
ployee’s family’s inability to adapt, and corporate-foreign site alienation or deteriorated rela-
tionships between company image and foreign governments, or other very expensive indirect 
costs due to the expatriate’s inability to manage his/her assignment adequately’. Combining 
Oddou’s and Harzing and Christensen’s definitions of expatriate failure seems to give a com-
prehensive definition but they do not consider that there is also as Naumann (1992) calls it, 
dysfunctional turnover which occurs, when a good performing expatriate leaves the company 
or requests a repatriation. Obviously that is not beneficial for the company and what is regarded 
as an expatriate failure from the company’s position is therefore not automatically an expatriate 
failure to the expatriate. In summary the literature indicates that expatriate failure is not always 
caused by a low performing expatriate instead it has to be regarded contextually with regards 
to the circumstances and is in most cases a loss for the company.  
The US dominated research in the field of international human resource management suggest 
that a significant proportion of expatriates end their assignments early because of poor perfor-
mance or their inability to adjust to the host country and its culture what can result in high costs 
for the companies and can also end with the permanent drop out of the expatriate (Child et al., 
2005, Scullion and Brewster, 1997). There is no disagreement about the costs of expatriate 
failure in the literature, because research has shown, that the financial costs per expatriate 
failure ranged in the 1980s between 55,000 US$ and 150,000 US$ (Insch and Daniels, 2002, 
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Mendenhall et al.,1987). More recent studies show up that cultural adjustment is the strongest 
determinant of expatriate’s success in the host country or expatriate failure and that the costs 
per expatriate failure grew since the 1980s to the 21st century from less than 200,000 US$ to 
1.2 million US$ (Benesh, 2000, Bhaskar-Shrinivas, et al., 2005, Lee, 2007, Tarique and Ca-
ligiuri, 2004). These costs include the prior mentioned direct costs such as training, relocation, 
compensation and indirect costs such as reduced service to customers, costs for a failed pro-
ject, strained relations with home-country networks and damage to the expatriate's career 
(Harvey et al., 2001, p.30). Mendenhall and Oddou (1985: 39) note that beside the already 
mentioned direct and indirect costs, expatriate failure also always results in how they call it, 
invisible costs. Invisible costs can be the loss of self-confidence and the loss of prestige among 
the expatriate’s peers. Thus these invisible costs can also cause that the employee and with 
him his knowledge and experience leave the company. In addition, it is also noteworthy that 
there is no real disagreement about the costs of expatriate failure in the literature (Insch and 
Daniels, 2002). 
Those in the literature reported expatriate failure rates of Western managers in the past can 
be described as fairly high when it is claimed that the expatriate failure rate of US managers 
from 1965 to 1985 has fluctuated between 25 % and 40 % (Mendenhall and Oddou, 1985, 
Tung 1987). However, Harzing (1995 and 2002: 142) proved, that these reported high failure 
rates are incorrect and a result of poor referencing. She claims that a short article entitled 
‘Return on Investment of Overseas Personnel’ published in the Financial Executive of the two 
management consultants Misa and Fabricatore (1979) seems to be, after a ‘long chain of in-
accurate referencing, liberal rephrasing, and empty references’ the source for the 25-40% fail-
ure rate which was one of the most common cited figures of expatriate failure rates. The result 
that high expatriate failure rates are not existent is also supported by other research such as 
from Insch and Daniels (2002) who conducted a study among 74 US multinational companies 
with almost 3.6 million employees with the result of an annual premature departure rate of 
about 3.2% what is far below the prior reported failure rates. Nevertheless it is incomprehen-
sible that even without mentioning Harzing’s article scholars keep on referencing to the high 
failure rates in order to underline their arguments (Okpara and Kabongo, 2011, Vögel and van 
Vuuren, 2008, Causin and Ayoun, 2011, Eastwood and Renard, 2008).  
More recent literature on expatriate failure suggests that if at all, high expatriate failure rates 
are more a significant problem for US multinational enterprises and a less significant issue for 
European multinational enterprises (Harzing, 1995, Harris and Brewster, 1999, Suutari and 
Brewster, 1999, Tung, 1987). What is supported by a summary conducted by Shen and Ed-
wards (2004: 819) who listed up several in the literature reported expatriate failure rates as 
shown in table 2.2. 
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Table 2.2: Expatriate failure as reported in the literature  
Expatriate failure rates Studies conducted Origin of MNEs 
30% Henry, 1965, Robinson, 1984 American 
Over 25% Misa and Fabricatore, 1979 American 
One third Lannier, 1979, Kobrin,1988 American 
30–50% Desatnick and Bennett, 1978 American 
70%  Desatnick and Bennett, 1978 Developing countries 
5%, 6–10%, 11–15%  Tung, 1982 European 
10%, 10–20%, 30%  Tung, 1982 American 
10–20%  Black and Gregersen, 1999 American 
40.2%  Torbiörn, 1982 Swedish 
25–40%  Mendenhall and Oddou, 1985 American 
5–10%  Brewster, 1988; Brewster and 
Scullion, 1997 
European 
Source: (Shen and Edwards, 2004, p. 819) 
 
The comparison shows up that with exception of the failure rate of 40.2% from Sweden the 
European expatriate failure rates of MNEs are significant lower than those figures reported 
from the US and vary between 5% and 15%. 
Although Harzing (1995: 458) revealed that the failure rates of Western expatriates, especially 
of European expatriates, are not as dramatically high as it is described in the literature, she 
agrees, that ‘those expatriates who stay on their assignment but who fail to perform adequately 
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are (potentially) more damaging to the company than the ones who return prematurely’, what 
is backed up by Graham and Lam (2004) who report several incidents where western compa-
nies failed in China because their expatriates have been unprepared to deal with the Chinese 
culture. With regards to the potential high costs of a failed expatriate assignment it seems that 
companies should analyse the reasons and potential threats for expatriate assignments in or-
der to minimize the risk for high losses due to expatriate failure. 
2.6.1  Reasons for expatriate failure  
When talking about different expatriate failure rates, the next question which must be answered 
is why expatriates fail at all during their assignments in order to get a better understanding how 
to reduce their risk of failing because the width of problems which may occur in expatriate 
assignments and possible lead to an expatriate failure is underestimated by many companies 
(Dowling et al., 1999). Tung (1987: 117) identified in her research seven dominant factors 
which lead to a premature return of expatriates what is generally referred to as expatriate fail-
ure. 
1. ‘Inability of the manager's spouse to adjust to a different physical or cultural environ-
ment; 
2. The manager's inability to adapt to a different physical or cultural environment; 
3. Other family-related problems; 
4. The manager's personality or emotional immaturity; 
5. The manager's inability to cope with the responsibilities posed by overseas work; 
6. The manager's lack of technical competence; 
7. The manager's lack of motivation to work overseas‘. 
From a variety of possible reasons Tung’s top three reasons, the inability of the expatriate or 
the spouse to adjust to the new culture or other family related problems, are according to sev-
eral different studies the main reasons for expatriate failure (Chew, 2004, Insch and Daniels, 
2002, Mendenhall and Oddou, 1985, Swaak, 1995) and regarding family related problems one 
get a better idea how distressing they can be when one knows that expatriates have a 40% 
higher divorce rate than average people and that also their children have a 50% higher high 
school dropout rate than students with no expatriate background (Harris and Moran, 2004). 
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A more recent study by the professional service firm Deloitte (2008) among 200 German com-
panies shows, that in general Tung’s factors are still today the main reasons for expatriate 
failure in German companies, especially the integration problems of the family and the integra-
tion problems of the expatriate himself. Although these seven points are according to Tung 
relevant for expatriate failure, the literature indicates that two of these factors are dominant for 
the success or failure of expatriates’. On the one hand error in selection of an inappropriate 
candidate (Chew, 2004, Tung, 1981) and on the other hand the inability of the expatriate or 
his/her spouse to adjust to the host country what is often a consequence of cultural shock 
(Adler, 1990, Black and Gregersen, 1999, Forster, 2000a, Rippert-Davila,1985, Tung 1987). 
This underlines the need for a proper selection and preparation of the expatriates and also 
their family members. 
2.6.2  Cultural Shock 
The term culture shock was coined in 1951 by the anthropologist Du Bois and Oberg (1954) 
expanded this term to describe the problems faced by people who go from one culture to an-
other. Oberg (1960: 177) says that culture shock is ‘an occupational disease of people who 
have been suddenly transplanted abroad, culture shock is precipitated by the anxiety that re-
sults from losing all our familiar signs and symbols of social intercourse’. Befus (1988: 387) 
describes it as ‘an adjustment reaction syndrome caused by cumulative, multiple, and interac-
tive stress in the intellectual, behavioural, emotional, and physiological levels of a person re-
cently relocated to an unfamiliar culture, and is characterized by a variety of symptoms of 
psychological shock‘. One of the shortest definition comes from Pedersen (1995: 1) who says 
that ‘cultural shock applies to any situation where an individual is forced to adjust to an unfa-
miliar social system where previous learning no longer applies’. 
All three definitions have in common that a cultural shock reaction occurs when someone 
comes in an unfamiliar environment. Culture is according to Trompenaars and Hampden-
Turner (2000: 6) ‘the way in which a group of people solves problems and resolves dilemmas.’ 
If these rules to solve problems no longer apply in the new environment a cultural shock may 
occur and the a cultural shock is not only a theory or model in social science, it is also recog-
nized by the World Health Organisation as disease under the codification Z60 (World Health 
Organization, 2015). Black and Mendenhall (1991) claim that when a cultural shock theoretical 
framework is imposed, Lysgaard’s (1955) U-curve theory of Adjustment has been the one most 
commonly used framework to illustrate the four phases honeymoon, cultural shock, adjustment 
and mastery phase, people have to go through when they move to another country or culture. 
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Figure 2.1: U-curve of Adjustment 
 
Source: (Black and Mendenhall, 1991, p. 227) 
 
Oberg (1954: 5) assumed that spouses are more affected by a cultural shock than the expat-
riates, because ‘the husband has his professional duties to occupy him and his activities may 
not differ much from what he has been accustomed to. The wife, on the other hand, has to 
operate in an environment which differs much more from the milieu in which she grew up, 
consequently the strain on her is greater’. Mendelhall et al.(1987: 333) revealed that ‘a spouse 
or family member who is undergoing severe culture shock and/or selecting inappropriate be-
haviours to deal with the stress of relocation, affects the morale and performance of the expat-
riate manager’. However, there is strong evidence that speed of adjustment to a new cultural 
environment not only depends on the distance between the home and host culture but also on 
the corresponding expectations what underlines the need for companies, regardless their size, 
to integrate the families in the selection and cross-cultural preparation process in order to avoid 
a cultural shock (Martin, 1987, Wisemann et al., 1989).  
Chapter two revealed so far that several definitions for expatriates are available and that they 
are based on the reasons for expatriate assignments, types of expatriate assignments and the 
length of these assignments. Since none of these definitions cover all identified relevant points 
it is necessary to develop an own definition for this work, based on the findings of the literature 
which is: ‘An expatriate is an employee who is working and temporarily residing in a foreign 
country for a period of one to maximal five years.’  
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Furthermore the literature review reveals that expatriates assignments are costly investments 
for companies and that expatriate failure can be caused by several factors where the most 
common reasons for expatriate failure are the inability of the manager or / and his or her 
spouse to adjust to a different physical or cultural environment (Tung, 1987, p. 117). Now that 
the difficulties and problems of cross-cultural-assignments are worked out it is important to 
identify in the literature the measures which minimize the likelihood of expatriate failure. These 
measures will support the development of the survey in chapter three. 
2.7  Cross-Cultural-Assignment preparation 
While the majority of literature focuses on cross-cultural training in any form and underlines 
the importance of training for the assignment success, research reveals that other factors such 
as selection of candidates and their families’ situation are not less critical for the success of a 
foreign assignment than training (Chew, 2004, Forster, 2000a, Tung, 1981). For the purpose 
of this research all activities and relevant aspects which help to ensure the success of expat-
riate assignments are grouped under the umbrella term cross-cultural assignment preparation. 
The cross-cultural-assignment preparation is based on the traditional expatriate cycle which is 
according to Scullion and Brewster (1997: 347) divided up into six stages: selection, prepara-
tion, transfer, adjustment, monitoring and repatriation. Selection, preparation and repatriation 
are central points in the cross-cultural-assignment preparation. A fast adjustment in the host 
country is not a stage of the cross-cultural assignment preparation process but one of its major 
goals because as stated before, a failing of adjustment in the host country is likely to end with 
the premature return of the expatriate (Mendenhall and Oddou, 1985). Cross-cultural assign-
ment preparation has with the support during the stay an additional seventh stage in compari-
son to the traditional expatriate cycle (Baumgarten, 1997, Selmer, 2000, Scherm, 1995). In 
summary, cross-cultural assignment preparation has the goal to increase the success of for-
eign assignments and to prevent expatriate failure. It consists of the selection, preparation, 
training, support during the stay and repatriation. Each of these elements will be discussed in 
the following sections. 
2.7.1  Selection stage 
The cross-cultural-assignment preparation starts with the selection of the candidate. This first 
stage is already a critical success factor for the assignment because Tung (1981) claimed that 
inadequate expatriate selection is strongly correlated to expatriate failure. Chew (2004: 3) goes 
one step further, claiming that ‘expatriate failure is primarily caused by error in selection’ what 
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is supported by other research (Forster, 2000a). Tung (1984: 129) argues, that ‘in the interna-
tional arena, the quality of management seems to be even more critical than in domestic op-
erations’. His view is also supported by a former statement of Duerr (1986: 43) who says that 
‘virtually any type of international problem, in the final analysis, is either created by people or 
must be solved by people. Hence, having the right people in the right place at the right time 
emerges as the key to a company's international growth,’ what underlines the need for a proper 
selection process. However, as stated in section 2.4 family members who accompany the ex-
patriates on their assignments have also influence on the success of the assignments. Thus 
one can argue that selection and staffing are more complex for international companies than 
for companies which do not use expatriates because they do not have the increased complex-
ity with the employee’s family (Scullion, 1994). Because there seems to be according to the 
literature no doubt that a proper selection is important to reduce the risk of expatriate failure in 
the first step a company should develop a requirement profile for the candidate in which all the 
recommended experience and skills are included. 
Criteria which are predictive of acculturation and productivity in foreign assignments are known 
since decades and have been delineated by several authors and essentially, these are the 
same criteria Mendenhall and Oddou (1985: 40-42) identified which are: 
 reinforcement substitution 
 stress reduction 
 technical competence 
 relationship development 
 willingness to communicate 
However, Bonache et al. (2001: 9) acknowledge that ‘despite the extraordinary amount of time 
and energy devoted to approaches such as the identification of relevant competencies; we are 
not much closer to establishing the criteria that makes good managers even in domestic set-
tings. The added complexity of the international settings makes such criteria even more prob-
lematic.’ Nevertheless the literature suggests that a proper candidate selection decreases the 
chances for a premature return or an expatriate failure, thus companies should carefully select 
their candidates for foreign assignments to minimize the risk of expatriate failure and the as-
sociated negative consequences. 
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Although the literature is quite clear in terms of how important a proper selection is and which 
criteria have to be taken into account several studies suggest that the selection process is not 
as effective as it is recommended in the literature, especially in SMEs where the selection 
criteria are based primarily on technical competence and experience (Kealey and 
Protheroe, 1996).  
2.7.2  Preparation stage 
The second stage of the expatriate cycle and the cross-cultural-assignment preparation is the 
preparation stage. As the name already implies, at this stage the employee or expatriate and 
also his/her spouse and family are getting prepared for their assignment. 
In general the preparation stage can be divided up into three parts which are: providing of 
information, cross-cultural training and organisational aspects. The boundaries are blurred be-
tween providing of information and cross-cultural training; this will become clear in section 
2.7.5 where the different methods are listed up. Oddou (1991: 305) reveals in his research that 
companies with excellent expatriate success rates prepare their expatriates in five areas. They 
provide their expatriates detailed information about fiscal impacts and their compensation 
package. Furthermore they provide information about the host country and its culture and offer 
a pre visit to the host country for the expatriate and his family. Finally they provide an appro-
priate outlet to expand the expatriate’s energy.  
Research suggests that other factors such as expatriate communities in host countries can 
also support the adjustment of the expatriate and his/her family. Therefore companies should 
support their expatriates by providing information about expatriate clubs in the host country 
and furthermore paying membership fees for the expatriate and his/her family (Marchant and 
Medway, 1987). The providing of detailed information also helps to shape the expectations of 
the expatriate and the family because Martin and Meyerson (1987: 103) claims ‘that it is not 
just the cultural difference or similarity between the host and home culture that influences how 
sojourns are experienced, but also corresponding expectations’.  
That language skills are an advantage for employees on a foreign assignment is an intuitively 
appealing position, supported by common sense and also supported by research because 
Tung (1998: 128) claims based on her research that ‘there is a positive correlation between 
foreign language skills and successful performance’ of expatriates, what is supported by other 
research and underlines the need for language training (Selmera and Lauringa, 2011, Wang 
and Tran, 2012). However, language training was according to research conducted among UK 
expatriates not seen to be an important issue for almost all expatriates (Forster, 2000a). 
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2.7.3  Training 
In general training is according to Kealey and Protheroe (1996: 145) ‘any intervention aimed 
at increasing the knowledge and skills of individuals’ and some studies suggest that it can be 
a source of competitive advantage for companies in numerous industries and the value of 
a whole organisation can be increased by the development of employee skills (Pfeffer, 1998, 
Luecke, 2007). Research in the field of training showed up that annually 50 billion US$ are 
spent for job training only in the United States and that revenues of companies and overall 
profitability are positively correlated to the amount of job training given to the employees (Snell 
and Bohlander, 2012). This suggests that training in general is a worthwhile investment for 
companies regardless of their size and it is after the employee’s selection according to 
Mendenhall et al. (1987) ‘the next critical step in attempting to ensure the expatriate’s effec-
tiveness and success abroad’ this is supported by several authors (Black et al., 1999, Caligiuri 
et al., 2001; Van Vianen et al., 2004) and can furthermore be linked to Tung (1982) who says 
that the reason, why European companies have a lower expatriate failure rate than US com-
panies (table 2.2) is because more European companies established training programs in or-
der to prepare the expatriates for their tasks. Although Kealey and Protheroe (1996: 141) chal-
lenge the effect of training when they say that ‘most studies have methodological weaknesses 
which makes it impossible to take as definitive the general consensus of the literature that such 
training is effective’, this research will follow the prevailing opinion that training is effective 
because research has already demonstrated the effectiveness of cross-cultural training dec-
ades ago (Black and Mendenhall, 1990, Deshpande and Viswesvaran, 1992). 
As Lingham et al. (2006: 335) say that ‘in order to cope with the rapid rate of change, organi-
sations are increasingly challenged with developing meaningful training programs for its mem-
bers as a way to compete and succeed in today’s volatile environment’ the developing of job 
training programs is not easy and it is a widely discussed area in the literature. It is closely 
related with training needs assessments because in order to create a training program first it 
needs to be started with understanding of the actual need for training, which can be done by 
collection and analysis of data. A proper training needs assessment is essential for organisa-
tions because ignoring to conduct one or conducting one not properly will increase the risk for 
costly mistakes (Cekada, 2010). Therefore the literature suggests that the first step in the de-
velopment of a training programme is the assessment of organisational training needs with 
a so-called training needs assessment (Patton and Pratt, 2002, Sorenson, 2002). 
There is no universal agreed definition of training needs assessments; however the existing 
definitions do not differ greatly from each other. Barbazette (2006: 5) for example defines 
a training needs assessment as the ‘process of collecting information about an expressed or 
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implied organisational need that could be met by conducting training’, while Brown (2002: 569) 
defines it as an ‘ongoing process of gathering data to determine what training needs exist, so 
that training can be developed to help the organisation accomplish its objectives’. Thus a train-
ing needs assessment answers the question of why training is needed, what kind of training is 
needed, what support for training programs is needed and provides sureness that the re-
sources used for training will provide the desired output (Barbazette, 2006, Cekada, 2010, Pat-
ton and Pratt, 2002, Sorenson, 2002) or in other words, the selection of training methods de-
pends on the goals of the assignment and the knowledge and abilities the trainee needs to be 
successful which are determined by a training needs assessment (Fowler and Blohm, 2004). 
Therefore the literature indicates that companies should conduct a training needs assessment 
after the selection and prior to the preparation stage in order to meet the selected employees 
training needs. Although training needs assessment is seldom discussed in the cross-cultural 
training literature and even less often applied in practice, Selmer (2000: 277) believes that it is 
necessary and enables the company to ‘determine the overall need for training for a group of 
expatriates with regard to a specific host culture’ what is also a central factor in Tarique and 
Caligiuri´s (2004: 286) five phases program for an effective cross-cultural training. The training 
starts with the identification of the type of foreign assignment, followed by phase two where 
the company has to conduct a cross-cultural training needs assessment in order to determine 
what kind and amount of training is needed. In order to control the success of the cross-cul-
tural-training program goals and measures have to be established in the third phase. In the 
fourth phase the training program will be developed and delivered on the basis of the first three 
phases and finally it will be evaluated in the fifth phase. 
As mentioned before, several studies underline that there is a positive impact of training in 
general on organisational performance and with regards on cross-cultural training it has also 
been proved to be invaluable to promote effectiveness and adjustment to host country culture 
and is therefore effective in facilitating success on expatriate assignments and cross-cultural 
interaction, because adjustment to the host country is one of the key determinants of expatriate 
performance in foreign assignments (Delaney and Huselid, 1996, Ezzedeen and Rao, 2000, 
Littrell et al., 2006, Osman-Gani and Rockstuhl, 2009, Selmer 2000, Tung, 1998, Za-
karia, 2000). 
Therefore, there is strong evidence that the need to train expatriates is unquestionable in order 
to reduce or prevent failure in expatriate assignments (Gannon and Poon, 1997, Zakaria, 
2000). However, the literature also suggests that the right people need to be trained, as Kealey 
and Protheroe (1996: 144) put it, ‘trainable qualities or skills represent only one of the ingredi-
ents, along with inborn talents, personality characteristics, and prior motivations’ what again 
underlines the need for a proper selection of employees for foreign assignments. 
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2.7.4  Cross-cultural training for expatriate assignments 
Training programs to prepare expatriates for their foreign assignments are usually referred to 
as cross-cultural training (Bhawuk and Brislin, 2000), what is defined by Brislin and Yoshida 
(1994: 3) as ‘formal efforts to prepare people for more effective interpersonal relations and for 
job success when they interact extensively with individuals from cultures other than their own’. 
The first part of Scullion and Collings’s (2006: 118) cross-cultural training definition is identical 
with Kealey and Protheroe’s (1996: 145) general training definition where he says that ‘any 
formalised intervention designed to increase the knowledge and skills of international assign-
ees to live and work effectively in an unfamiliar environment’. Littrell et al. (2006: 356) define 
cross-cultural training as ‘the educative processes used to improve intercultural learning via 
the development of the cognitive, affective, and behavioural competencies needed for suc-
cessful interactions in diverse cultures’. All those definitions do not differ significantly from each 
other and share that cross-cultural training is a formal process with the aim of preparing the 
expatriates to live and work in a different culture.  
A differentiating between cross-cultural training and diversity training is not always easy (Mum-
ford-Fowler, 2006) but despite the fact that both forms of training share the goal to prepare 
trainees for their special tasks, there are significant differences between both kinds of training 
(Ferdman and Brody, 1996). Herrera et al. (2011: 2645) define diversity training ‘as training for 
the purpose of increasing participants’ cultural awareness, knowledge, and skills, which is 
based on the assumption that the training will benefit an organisation by protecting against civil 
rights violations, increasing the inclusion of different identity groups, and promoting better 
teamwork’. The first part of this definition could also be a definition for cross-cultural training, 
nevertheless, also both forms of training share elements, the second part of the definition il-
lustrates the differences because diversity training aims primarily to prepare people to work in 
multicultural workplaces with a focus on avoiding discrimination whereas Waxin and Panaccio 
(2005: 52) describe the objective of cross-cultural training as ‘to teach members of one culture 
to interact effectively with members of another culture, and to predispose them to a rapid ad-
justment to their new positions’ after moving into another culture. 
Therefore it seems more likely that cross-cultural training than diversity training is useful for 
companies that want to prepare employees for foreign assignments because it better meets 
the need for organisations. Furthermore, cross-cultural training gets more and more popular 
for the purpose for which diversity training was originally designed, because Bhawuk and Bris-
lin (2000: 162) argue that ‘in the last decades cross-cultural training has been expected to 
prepare expatriates for their foreign assignment but its scope has become broader over the 
time, including now the preparation of people who do not go on foreign assignments but are in 
35 
 
contact with people from other cultures’. On the one hand this suggests that not only expatri-
ates should conduct cross-cultural training but also employees, who are in exchange with peo-
ple from other countries or with different cultural backgrounds should be trained in order to 
increase their work success and on the other hand it suggests that cross cultural training is 
much more relevant for expatriate or foreign assignments than diversity training. Hence diver-
sity training will not be regarded in this research. 
2.7.5  Forms of training  
Although it is clear, that nobody can learn only theoretically how to live in another culture liter-
ature suggests that cross-cultural training is an important factor for the success of a foreign 
assignment and for employees who are in contact with other cultures (Berrell et al., 1999). 
However, there is not only one single type or method of cross-cultural training; instead there 
are several methods, activities and programs which can be summarised under the term cross-
cultural training. Training can be conducted on the one hand by in-house training programmes 
on the other hand by a broad variety of outside agencies which offer training programmes to 
their customers (Tung, 1987). In general only large companies can afford to have an own 
department for training and even if they do it is not certain that they are able to offer cross-
cultural training to their employees, therefore it can be assumed that the majority of cross-
cultural training is offered by outside agencies, this is especially the case when SMEs train 
their employees, because they do not have the financial capacities to employ permanent cross-
cultural trainers. 
The aim of this literature review is not to evaluate the different forms of trainings preparation 
options but to show the wide range of training services and training forms which are available 
on the market and can be found by an online search via google.com or yahoo.com. Lectures, 
written materials, computer-based training, films, case studies, self-assessment and critical 
incidents have been identified by Fowler and Blohm (2004: 47-60) as the most popular training 
methods for general knowledge acquisition of employees.  
As cross-cultural training fulfils a specific purpose, thus it includes methods which have been 
designed for it and an analysis of the relevant literature reveals the most popular methods for 
it (Fowler and Blohm, 2004, Oddou, 1991, Tung, 1981, Tung, 1987). 
 Contrast culture training  
 Culture assimilator 
 Cross-cultural analysis 
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 Cross-cultural dialogues 
 Immersion 
 Field experience 
 Discussions with former expatriates 
 Language training 
 Area Studies (information giving) 
These methods are equally useful for cross-cultural and also for the prior mentioned diversity 
training and the literature suggests that each of these training methods has its strength and 
weaknesses but even though there seems to be general agreement that cross-cultural training 
can be beneficial, there is no consensus what kind or which method of training is most appro-
priate or effective to prepare expatriates for their tasks (Gannon and Poon, 1997). Therefore it 
is recommended to use a combination of methods or a kind of triangulation to strengthen the 
positive training effect (Fowler and Blohm, 2004). Hence companies should not only use one 
single method to train their future expatriates instead they should combine the methods in 
order to increase the output. 
Since it is now clear what forms of training are according to the literature useful to train expat-
riates for their assignments, the next question is the amount of time which is needed or rec-
ommended for an effective cross-cultural training because the effectiveness of cross-cultural 
training depends also on the time and financial resources and companies have to regard that 
a too short training cannot prepare inappropriate employees into successful expatriates what 
underlines the importance of a proper candidate selection for the assignment (Fowler and 
Blohm, 2004, Kealey and Protheroe, 1996). As can be seen hereinafter in figure 2.2, Menden-
hall et al. (1987: 340) claim that the amount of cross-cultural training should depend on the 
length of the stay and the level of rigor and also Tung (1998) claims that the longer the foreign 
assignment takes the more training is required, with the consequence, that the recommended 
preparation time in this research for expatriates is at least one year, because according to the 
definition in section 2.2 expatriates spend the minimum of one year on their assignment.  
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Figure 2.2:  Relationship between degree of interaction into the host culture and rigor of  
cross-cultural training 
 
Source: (Mendenhall et al., 1987, p. 340) 
2.7.6  Support during the stay 
The literature suggests that training and support should not end with the begin of the expatriate 
assignment because research has also shown that expatriates who had active administrative 
duty in the first six months of their foreign assignment have fewer difficulties in their adjustment 
(Tung, 1998), what is also supported by Eschbach et al. (2001: 272) who say that culture shock 
and culture fatigue literature ‘indicates that a manager is not functioning effectively during the 
period of cross-cultural adjustment’ and therefore needs more support. Research indicates 
furthermore that there is not only the need for cross-cultural training prior to an assignment but 
also during the assignment in the host country because the assistance of expatriates during 
their foreign assignment and training and development throughout the assignment supports its 
success (Baumgarten, 1997, Scherm, 1995, Selmer, 2000). A good example for support during 
they stay would be a formal regular exchange between the expatriate and his/her colleagues 
and superiors in the head office and regular information from the headquarters to avoid that 
the expatriate feels excluded (Mendenhall et al., 1987, Oddou, 1991). 
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However, despite the fact that the literature indicates that with training activities during the 
assignment and tools like newsletters the success of foreign assignments can be supported, 
research suggests that training during the assignment is relatively rare and also the support 
during the assignment is not optimal (Tarique and Caligiuri, 2004). Insch et al. (2008: 19) sum-
marise this under the category of ‘On-assignment strategies’ for expatriates continued training 
and mentoring while on assignment are critical to the continued success of expatriates and 
their eventual return to the organisation. 
2.7.7  Repatriation planning 
The literature suggests that the last but not least important stage in the cross-cultural prepara-
tion process is for two reasons the repatriation planning. The first reason is that anxiety over 
re-entry after the finish of the foreign assignment is a significant reason influencing negatively 
the expatriate performance by demoralization of the expatriate and the reduction of the expat-
riate’s commitment to the company (Forster, 2000b, Stahl, 1998, Stroh and Caligiuri, 1998 a). 
The second reason does not affect the success of the foreign assignment but even so it has 
a negative impact on the company. Research reveals that a significant number of about 44% 
of the expatriates leave their companies within the first two years of returning with the conse-
quent for the companies of loss of the investment and the expatriate’s expertise (Scullion and 
Brewster, 1997, Kraimer et al., 2009). Research conducted among German expatriates indi-
cates that this is also the case in Germany, especially when no adequate position is offered to 
the returning expatriate (Stahl et al., 2000). 
In summary, the literature suggests that companies regardless of their size should carefully 
prepare their foreign assignments with special regards to repatriation plans in order to avoid 
negative influences on the foreign assignment and to avoid the risk of losing former expatriates 
to other companies after their return from foreign assignments. 
2.8  Summary 
In order to build a foundation for the answering of the research question ‘how do German 
Mittelstand-SMEs which have overseas branch in Asia prepare their expatriates and their fam-
ilies for their cross-cultural assignments and what influence does the time the general manag-
ers spent in a foreign culture has on the cross-cultural assignment preparation process?’ the 
purpose of the previous sections of chapter three was to answer the four questions which 
derive out of the research question. 
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1. What are expatriates? 
2. Why should companies prepare expatriates for their assignments? 
3. What is cross-cultural assignment preparation? 
Question 1: What are expatriates? 
The literature review reveals that there are several definitions for expatriates and that factors 
such as the purpose of the stay in a foreign country and the duration of the stay are relevant 
to identify whether somebody can be classed as an expatriate or not. The output of the first 
five sections is therefore an expatriate definition for this research which is an ‘employee who 
is working and temporarily residing in a foreign country for a period of one to maximal five 
years.’ 
Question 2: Why should companies prepare expatriates for their assignments? 
Section 2.6 revealed that expatriate assignments are relatively costly for organisations and 
that the costs can dramatically increase when expatriates fail their assignments what is the 
case with premature return or low performing in the host country. Furthermore section 2.6 
revealed that according to the literature the inability of the expatriate or the spouse to adjust to 
the new culture or other family related problems are according to several different studies the 
main reasons for expatriate failure.  
Question 3: What is cross-cultural assignment preparation? 
Thus the inability to adjust to the new culture is the main reason for expatriate failure; organi-
sations should take measures to prevent their expatriates from failing. As discussed in section 
2.7 the literature suggests, that cross-cultural assignment preparation which consists of prep-
aration, training, support and repatriation has a positive effect on the adjustment process and 
minimizes the risk for expatriate failure. Following the literature, expatriates which will be ex-
amined in this research should minimum receive a preparation of one month inclusive training 
which is composed of different methods, which are listed up in sections 2.7.1 – 2.7.6. 
In addition, the introductory chapter one already underlined that there seems to be gaps in the 
literature regarding how German SMEs prepare their expatriates for their foreign assignments 
and what influence the general managers have, but the little available information suggests 
that only the minority of expatriates is prepared for their assignments and that especially in 
smaller organisations the general manager decides about any kind of investments in training 
for expatriates. Thus one can assume that it depends on the foreign experience of the general 
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manager and his awareness of the potential threats and risks duo cultural differences for for-
eign assignments, if he is willing to invest in cross-cultural assignment preparation or not. 
Therefore there are good reasons to justify this research what leads to the following research 
question for this thesis which aim to fill the existing gaps in the literature. 
‘How do German Mittelstand-SMEs which have overseas branch in Asia prepare their expatri-
ates and their families for their cross-cultural assignments and what influence does the time 
the general managers spent in a foreign culture has on the cross-cultural assignment prepa-
ration process?’ 
In every company or organisation the decision whether employees receive any form of ad-
vanced training or special training such as for example cross-cultural training has to be made 
by someone who is responsible for this. In larger organisations these decisions are made in 
general by the human resources department without direct involvement of the CEO. Although 
the literature suggests that in German SMEs the general managers are usually in charge of all 
advanced training related decisions there is still the possibility that somebody else is respon-
sible. Furthermore the literature suggests that only the minority of companies receive cross-
cultural training but the reasons why only the minority offers cross-cultural training for expatri-
ates are still not clear (Gutmann and Kabst, 2000, IHK Koblenz, 2011).   
This leads to the following three questions in order to increase the quality of the answer to the 
research question which are: 
1. What are the reasons why German Mittelstand SMEs do not provide sufficient cross- 
cultural training for their expatriates? 
2. Does in German Mittelstand SMEs the general manager decide whether cross-cultural 
assignment preparation is offered to expatriates or not? 
3. Are there other factors such as the size of the company or the presence of HR depart-
ments which influence the cross-cultural assignment preparation process? 
2.9  Development of hypotheses 
The purpose of this section is the developing of hypotheses which are based on the findings 
of the literature review. Guided by the research questions, the underpinning of the hypotheses 
for the present research study can be deduced. These eleven hypotheses as well as the addi-
tional findings will depict the detailed scope of this research and will furthermore be trans-
formed to hypotheses later on in this chapter. A hypothesis is according to Forzano and Gra-
vetter (2008: 19) ‘a statement that describes or explains a relationship between or among 
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variables’ and are a kind of pre-stage of a theory which have to be explicit formulated and 
empirical testable. After their verification, hypotheses can turn into a theory or can be refuted 
if they are not confirmed (Saunders et al., 2009). The focus of the eleven hypotheses lies on 
three in the literature review identified possible predictor variables: the time a general manager 
spent in a foreign culture, the size of the company and the presence of an HR department. 
There is some evidence that in German Mittelstand-SMEs the general managers are generally 
in charge of any advanced training activities and since expatriate training belongs to the cate-
gory of training hypothesis one is: 
H1: In German Mittelstand-SMEs the general managers are in charge of all expatriate 
preparation activities (Gutmann and Kabst, 2000, IHK Koblenz, 2011, Kienbaum et al., 
2013). 
The findings in section 2.6.2 provide strong evidence that expatriates are faced with some 
challenges until they adjust to a new environment what suggests that somebody who went 
through this process of adjustment and lived more than one year in a foreign culture has ex-
perienced at least three out of four stages of adjustment of Lysgaard’s (1955) U-curve theory 
of adjustment and is therefore more aware of the difficulties which can occur by cultural differ-
ences than somebody who has never gone through an adjustment process to a new culture. 
Since there is some evidence that in general the general managers of German SMEs are in 
charge of deciding whether training should be provided to expatriates or not, in accordance 
with this finding the corresponding hypothesis two is: 
H2: German Mittelstand-SMEs with general managers who spent more than 12 months 
in a foreign culture provide generally more cross-cultural assignment preparation for 
their expatriates than companies with general managers who have spent less than 12 
months in a foreign culture. 
Since the literature review not only revealed that preparation and training are important to ease 
the adjustment of expatriates, it furthermore indicates that the families of expatriates are also 
a main reason for expatriate failure when they do not adjust into the new culture of the host 
country. For the same reason as in hypothesis one it can be assumed that general managers 
who lived more than one year in a foreign culture and experienced the adjustment process are 
more likely to provide preparation measures for the expatriates families than general managers 
who did not spend at least one year in a foreign culture which leads to hypothesis three. 
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H3: German Mittelstand-SMEs with general managers who spent more than 12 months 
in a foreign culture provide generally more cross-cultural assignment preparation for 
their expatriates’ families than companies with general managers who have spent less 
than 12 months in a foreign culture. 
A proper preparation and training are according to the findings of the literature review essential 
for the prevention of expatriate failure. As stated previously in the derivation of the hypotheses 
two and three it can be assumed that general managers who lived more than one year in a 
foreign culture and experienced the adjustment process themselves are more likely to provide 
preparation measures for the expatriates. Therefore, it is to be expected that that these general 
managers will also provide more paid days off for the preparation of their expatriates than 
general managers who spent less than 12 months in a foreign culture. 
H4: German Mittelstand-SMEs with general managers who spent more than 12 months 
in a foreign culture offer more paid days off for preparation and training of expatriates, 
than German Mittelstand-SMEs with general managers who spent less than 12 months 
in a foreign culture. 
The literature review revealed that there is a direct correlation between the size of an SME and 
its level of internationalization which rises with the size of the SME (European Commission, 
2010). This leads to the conclusion that larger SMEs have greater experience in the prepara-
tion of expatriates than smaller SMEs do, what leads to hypothesis five 
H5: In companies with 250 up to 499 employees expatriates receive more cross-cul-
tural assignment preparation than expatriates in companies with less than 250 employ-
ees. 
As with hypothesis five one can assume that larger SMEs have a greater experience in the 
preparation of expatriates on basis on their higher level of internationalization than smaller 
SMEs and involve therefore more likely the expatriate’s families in the preparation process 
compared to smaller SMEs with a generally lower level of internationalization. Therefore hy-
pothesis six is: 
H6: In companies with 250 up to 499 employees families of expatriates receive more 
cross-cultural assignment preparation than families of expatriates in companies with 
less than 250 employees. 
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Since larger companies have according to the literature review more likely a higher degree of 
financial flexibility and moreover a higher level of internationalization than smaller organisa-
tions it can be assumed that companies with 250 up to 499 offer more paid days off for the 
preparation of the expatriates than smaller organisations what leads to hypothesis seven: 
H7: Companies with 250 up to 499 offer more paid days off for the preparation and 
training of expatriates, than German Mittelstand-SMEs with less than 250 employees. 
The literature review suggests that the reasons why large companies are not investing in cross-
cultural assignment preparation are known and that these reasons are relatively transparent 
but on the other hand there is only limited knowledge available why German SMEs do not 
invest more resources in cross-cultural assignment preparation with hints that the lack of fi-
nancial resources is a significant factor. Since smaller companies have a significant lower eq-
uity ratio than large companies and consequently less financial flexibility it leads to the eights 
hypothesis: 
H8: The lack of financial resources is for German Mittelstand-SMEs with up to 249 em-
ployees more likely a prime reason for not investing more resources in cross-cultural 
assignment preparation than for companies with 250 up to 499 employees. 
The literature suggests that companies with HR department are more likely to have a profes-
sional personnel management than companies without HR department. Since it can be as-
sumed that professionals in an HR department are aware of the importance of expatriate prep-
aration or at least search for a recommended procedure, once the issue of an expatriate as-
signment is under discussion, it can be assumed that expatriates receive more cross-cultural 
assignment preparation in German Mittelstand-SMEs with HR departments than in organisa-
tions without HR departments. Consequently hypothesis nine is: 
H9: Expatriates receive more cross-cultural assignment preparation in German Mittel-
stand-SMEs with HR department than expatriates in German Mittelstand-SMEs without 
HR department. 
Hypothesis ten is based on the same assumptions as hypothesis nine and regards the corre-
lation of family involvement in the cross-cultural assignment preparation process and the pres-
ence of HR departments.  
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H10: Families of expatriates receive more cross-cultural assignment preparation in 
companies with HR department than families of expatriates in companies without HR 
department. 
Since the literature recommends that training and continuing professional education for em-
ployees should be conducted during work time respectively during paid days off and that this 
also expected from a majority of employees in Germany one can expect that HR professionals 
are aware of these facts (Schiersmann, 2007). This leads to hypothesis eleven which is:  
H11: Companies with HR department provide more paid days off for preparation and 
training for expatriates than companies without HR department. 
Table 2.3 illustrates the deduced eleven hypotheses and their underpinning in the literature 
review. 
Table 2.3: Research hypotheses  
Hypotheses Underpinning 
H1: In German Mittelstand-SMEs the general managers are 
in charge of all expatriate preparation activities. 
Gutmann and Kabst, 2000 
IHK Koblenz, 2011 
H2: German Mittelstand-SMEs with general managers who 
spent more than 12 months in a foreign culture provide gen-
erally more cross-cultural assignment preparation for their 
expatriates than companies with general managers who 
have spent less than 12 months in a foreign culture. 
Findings of chapter two 
Lysgaard,1955 
H3: German Mittelstand-SMEs with general managers who 
spent more than 12 months in a foreign culture provide gen-
erally more cross-cultural assignment preparation for their 
expatriates’ families than companies with general managers 
who have spent less than 12 months in a foreign culture. 
Findings of chapter two 
Lysgaard,1955 
H4: German Mittelstand-SMEs with general managers who 
spent more than 12 months in a foreign culture offer more 
paid days off for preparation and training of expatriates, 
than German Mittelstand-SMEs with general managers who 
spent less than 12 months in a foreign culture. 
Findings of chapter two 
Lysgaard,1955 
H5: In companies with 250 up to 499 employees expatriates 
receive more cross-cultural assignment preparation than ex-
patriates in companies with less than 250 employees. 
European Commission, 
2010 
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H6: In companies with 250 up to 499 employees families of 
expatriates receive more cross-cultural assignment prepara-
tion than families of expatriates in companies with less than 
250 employees. 
European Commission, 
2010 
H7: Companies with 250 up to 499 offer more paid days off 
for the preparation and training of expatriates, than German 
Mittelstand-SMEs with less than 250 employees. 
European Commission, 
2010 
H8: The lack of financial resources is for German Mittel-
stand-SMEs with up to 249 employees more likely a prime 
reason for not investing more resources in cross-cultural as-
signment preparation than for companies with 250 up to 499 
employees. 
Mendelhall et al., 1987 
S-Finanzgruppe, 2012 
Stroppa and Spiess, 2010 
 
H9: Expatriates receive more cross-cultural assignment 
preparation in German Mittelstand-SMEs with HR depart-
ment than expatriates in German Mittelstand-SMEs without 
HR department. 
Kolster and Homann-Kania, 
2011 
H10: Families of expatriates receive more cross-cultural as-
signment preparation in companies with HR department 
than families of expatriates in companies without HR depart-
ment. 
Kolster and Homann-Kania, 
2011 
H11: Companies with HR department provide more paid 
days off for preparation and training for expatriates than 
companies without HR department. 
Mendenhall et al., 1987 
Source: developed for this research 
 
The following conceptual model in figure 2.3 is based on the eleven hypotheses which have 
been developed in this section and shows the links between issues and the relationships being 
tested by the hypotheses. 
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Figure 2.3:  Conceptual model 
 
Source: developed for this research 
 
This set of eleven hypotheses comprises all relevant aspects of the present research topic and 
constitutes the research frame for subsequent testing. The subsequent chapter three de-
scribes in detail the research methodology that is applied in this thesis. 
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Chapter 3: Research methodology  
The previous chapter two explained what expatriates are, why companies should prepare them 
for their assignments and how expatriates can be prepared for their cross-cultural assign-
ments. Finally, guided by the research questions, the chapter led to eleven research hypothe-
ses to investigate. In this chapter the research design, the methodology and the applied re-
search methods are described. Furthermore this chapter covers the procedure which has been 
applied to determine the research focus in terms of the region, as well as the description of the 
whole quantitative data and qualitative data collection processes and analysis. 
Chapter three is structured in 13 sections and starts with an outline of the research background 
and its aim. It is followed by section 3.2 with a discussion about the suitable research paradigm 
for this research and justification. Section 3.3 explains the research design and the research 
approach. The applied research methods and strategies are described in section 3.4 which is 
followed by section 3.5 where the determination of the research population is explained. Sec-
tion 3.6 explains the reasoning for applying questionnaires in this research work, including the 
development of the questionnaire, which is followed by section 3.7 which describes the quan-
titative data collection process. The statistical methods which are applied in this research to 
analyse the data are described in section 3.8. Section 3.9 explains the reasoning for choosing 
semi-structured interviews as qualitative research methods and outlines the planning and prep-
aration of the semi-structured interviews. It is followed by section 3.10 where it is explained 
how data quality issues in qualitative research have been handled in this research. The anal-
ysis approach for the qualitative data is explained in section 3.11 which is followed by the 
ethical considerations which have been made for this research in section 3.12. The chapter 
and closes with the summary in section 3.13. 
3.1  Aim of the research 
As outlined in chapter two, there is strong evidence that national culture exists and that it influ-
ences almost every facet of life, be it the way people negotiate, greet each other or discuss 
problems. Chapter two revealed that expatriates should be prepared for their assignments in 
order to prevent them from failing their assignments and furthermore it revealed that in German 
Mittelstand-SMEs the general managers have the decisive influence on the expatriate prepa-
ration, what led to eleven research hypotheses to investigate.  
The aim of the research is to answer the research question ‘how do German Mittelstand-SMEs 
which have overseas branches in Asia prepare their expatriates and their families for their 
cross-cultural assignments and what influence does the time the general managers have spent 
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in foreign cultures has on the cross-cultural assignment preparation process?’ and therefore 
to generate new knowledge. The reasons for choosing Asia as region of examination are rep-
resented in section 3.6. Plato described the concept of knowledge as ‘justified true belief’ 
(Crumley, 2009). Knowledge is produced through a process of selective abstraction, identifi-
cation and recombination and in this context the process of knowledge creation can be com-
pared with any other manufacturing process (Partington, 2002). The knowledge production 
process depends largely on the epistemological positioning of the researcher. For example on 
the one hand, in order to create new knowledge a positivist would try to find a universal law 
that explains reality and on the other hand, in order to create new knowledge an interpretativist 
would try to understand the meaning actors give to reality (Thiétart et al., 2001). What is im-
portant to underline is that there is no single real or true process of knowledge creation instead 
the process depends on the researcher and his or her vision of the social world (Thiétart et al., 
2001). Gibbons et al. (2004) distinguish between two modes of knowledge production, a pure 
academic approach without a focus on practical relevance and the second mode which aims 
to create knowledge for the world of practice. Since this is a practice oriented DBA research 
work it clearly aims to produce knowledge which has practical relevance. Given that the litera-
ture review revealed that there seem to be gaps in terms of research results regarding the 
research question, the results of this research will also help to close these gaps. 
The philosophical standpoint of the researcher shapes the aim and the objective of every re-
search work and the literature suggests that researchers should make their epistemology be-
liefs clear at the beginning of the research so that the basic assumptions that underpin the 
research can be easily understood by the reader without that the reader has to guess from 
which standpoint the author operates (Miles and Huberman, 1984, Thiétart et al., 2001, Walli-
man, 2005). To follow this suggestion at this point, I conduct this research from the standpoint 
of a pragmatist and the following paragraphs in chapter three will therefore argue the philo-
sophical standpoint of a pragmatist, as this was adopted in this research. Furthermore the 
research design and method which are applied to accomplish the research objectives are de-
scribed and also the justification why this particular design is chosen.  
3.2  Research Paradigms 
Paradigms are models, intellectual frameworks which organizes the view of a researcher on 
something. They organise the researcher’s observations and influence how he or she conducts 
the research. Paradigms distinguish themselves by the way they explain the status of 
knowledge, the nature of reality, how knowledge is generated and the validity criteria, what 
type of questions are asked, the nature of the questions and how they are structured and how 
the answers or data gained in the research are interpreted. A research paradigm consists of 
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the four components: ontology, epistemology, methodology, and axiology (Babbie and Rubin, 
2012, Thiétart et al., 2001). 
Table 3.1: Components of research paradigms  
Ontological level Ontology refers to the assumptions researchers makes about the 
nature of reality (Easterby-Smith et al., 2008). The two positions 
on the ontological level are the relativist approach with the under-
lying assumption that multiple realities exist as subjective con-
structs of the mind and the realist approach which is based on the 
assumption that ‘the external world consists of pre-existing hard 
tangible structures which exist independently of an individual’s 
cognition’ (Fitzgerald and Howcroft, 1998, p. 11). 
 
Epistemological level Epistemology is the study of knowledge and is concerned with the 
questions, how knowledge is generated, what knowledge is, what 
can be known and what the validity criteria of knowledge are (Co-
hen et al., 2007, Easterby-Smith et al., 2008, Saunders et al., 
2009).  
 
Methodological level The methodological level is concerned with the finding of the most 
appropriate method for the research where the researcher can 
choose between quantitative, qualitative or mixed methods ap-
proach (Bartezzaghi, 2007). 
 
The axiological level Axiology refers to the philosophical study of value and the re-
searcher’s view about the role of values in research. The choice of 
a philosophical approach and the choice of data collection tech-
niques are a reflexion of the researcher’s values and will therefore 
influence the research design (Saunders et al., 2009). 
 
Source: developed for this research 
 
Each of these four components is crucial for the research design because taking the axiology 
level as an example how one part of the research paradigm can influence the research design 
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in the case of data collection. Lichtman (2009: 22) argues that it is not possible for a researcher 
to keep his research free from influences of his values. Following this opinion a researcher 
would not have to take care in his research design whether his way of data collection will alter 
the nature of his research object or not. On the opposite side a positivist researcher strongly 
believes that it is possible to collect data in an objective way without altering the nature of his 
research object. 
3.2.1  Positivism  
Positivism is beside post positivism, constructivism, interpretativism, postmodernism and criti-
cal theory one of the main epistemological streams in organizational science (Graubner, 2006, 
Thiétart et al., 2001). There are several directions within positivism in research but they share 
the basic ideas about how knowledge is produced (Eriksson and Kovalainen, 2008). Positivists 
put emphasis on theory testing and aim to discover causality between variables in an objective 
and value free way (Carson, 2001, Eriksson and Kovalainen, 2008).  
Positivists believe that a reality exists independently of the knowing subject, that only observ-
able phenomena can provide reliable data and are very much concerned with objectivity which 
is given, when a subject’s observation of an external object does not alter the nature of that 
object (Carson, 2001, Feather and Sturges, 2003, Lincoln and Guba, 2000, Thiétart et al., 
2001). Positivists aim to identify universal laws which explain the reality and reveal objective 
truth by only accepting deductive logic, which starts with the development of hypotheses, fol-
lowed by testing if these hypotheses can be confirmed or have to be refuted (Comet, 1988, 
Lincoln and Guba, 2000, Saunders et al., 2009). It is argued that on the one hand it is 
a strength of positivism that mostly quantitative methods with bigger sample sizes are applied 
than in pure qualitative research on the other hand. Feather and Sturges (2003: 180) claim 
that the methodology for considering theoretical and conceptual aspects concerning what data 
to consider in the first place is a weakness of this paradigm (Sheḳedi, 2005). Although quali-
tative approaches are not considered to be the first choice approaches of positivists, it does 
not exclude them to fit into a positivistic approach when it can be applied to test a theory (Van 
Maanen, 1983, Yin, 2013). Although it is possible, it seems not to be without complication, as 
Babbie and Rubin (2012: 37) argue that a positivist researcher will be much more concerned 
with assessing the objectivity of the qualitative approach than an interpretivist or social con-
structivist researcher. 
For this research I apply a deductive reasoning approach, which starts with the development 
of a theory and hypothesis, followed by the design of a research strategy to test the prior 
51 
 
developed hypothesis (Saunders et al., 2009). However, also positivism has its strength, fol-
lowing this paradigm word for word would limit this research because on the one hand it is to 
too rigid on the other hand this from positivist desired universal law which explains the reality 
and reveals objective truth can only be found in natural sciences as physics and chemistry but 
still remains unachievable in management which involves human beings (Comet, 1988). 
3.2.2  Pragmatism 
Leech et al. (2010: 18) define pragmatism ‘as research using both qualitative and quantitative 
methods and mixing the two methods when beneficial’ which can be confused with definitions 
of mixed-methods research (Johnson et al., 2007, Saunders et al., 2009). A more detailed 
definition comes from Saunders et al. (2009: 598) who defines pragmatism as ‘a position that 
argues that the most important determinant of the research philosophy adopted is the research 
question, arguing that it is possible to work within both positivist as well as interpretivist posi-
tions. It applies a practical approach, integrating different perspectives to collect and interpret 
data‘. 
This paradigm contradicts Howe’s (1988) ‘Incompatibility Thesis’ which says that quantitative 
and qualitative research paradigms and methodologies cannot be mixed and seems therefore 
to be the best choice because this pragmatic oriented research methodology allows focusing 
on answering of the research question instead of discussions about the underlying paradigm 
or approach (Saunders et al., 2009, p. 109). Table 3.2 illustrates that pragmatism is by far 
more flexible than positivism and allows on each level to choose the most appropriate way to 
answer the research question what could also be the approach a positivist would apply. How-
ever, a purist positivist approach can stalled during the research process whereas the prag-
matist has all the options to answer the research question. 
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Table 3.2: Comparison of positivism and pragmatism  
 Positivism Pragmatism 
Ontology External, objective and inde-
pendent of social actors 
External, multiple, view chosen to 
best enable answering of research 
question 
Epistemology Only observable phenomena 
can provide credible data and 
facts. Focus on causality and 
law like generalisations, re-
ducing phenomena to sim-
plest elements 
Either or both observable phenomena 
and subjective meanings can provide 
acceptable knowledge dependent 
upon research question. Focus on 
practical applied research, integrating 
different perspectives to help interpret 
the data 
Axiology Research is undertaken in a 
value-free way, the re-
searcher is independent of 
the data and maintains an ob-
jective stance 
Values play a large role in interpreting 
results, the researcher adopting both 
objective and subjective points of 
view 
Data collection 
techniques 
most often used 
Highly structured, large sam-
ples, measurement is quanti-
tative but can use qualitative 
Mixed or multiple method designs, 
quantitative and qualitative 
Source: (Saunders et al., 2009, p. 119) 
 
As described in section 3.1 this thesis is a practice oriented research work which aims to pro-
duce knowledge which has practical relevance and precisely for this reason pragmatism 
seems to be the best choice to the present research goal and provides the necessary degree 
of freedom for an appropriate data collecting method. Nevertheless, the quantitative – deduc-
tive part of the thesis is based mainly on the positivistic paradigm in order to limit critics con-
cerning validity of the data basis.  
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3.3  Research design 
A research design is the conceptual core of each research and the framework in which the 
different elements of a research project (research question, literature review, data collection, 
data analysis and results) are brought together. It explains how the researcher will conduct the 
research, how the data will be collected and how the collected data will be analysed (Kerlinger 
and Lee, 1999). 
There exist several research designs and approaches from which a researcher can choose 
and which are all based on ontological, epistemological, methodological and axiological posi-
tion. It is argued that for a research problem there is not only one matching design, but the 
choice of a particular paradigm will determine the researcher´s approach and therefore influ-
ence also the research design (Babbie and Rubin, 2012, Klenke, 2008, Thiétart et al., 2001). 
For instance it is very likely that a positivist researcher would begin his research work with 
a deductive approach by developing a hypothesis, followed by an experiment to verify or refute 
this hypothesis whereas the interpretive research approach would probably end with a hypoth-
esis as research result. On the philosophical level there is an ongoing discussion if a quantita-
tive or qualitative setup is the appropriate research design (Bartezzaghi, 2007, Thiétart et al., 
2001) and there is also no consensus whether the choice of the research design is predeter-
mined by the epistemological positioning of a researcher or not. Graubner (2006: 16) claims 
that traditionally ‘the quantitative – deductive research is associated with positivism, whereas 
qualitative – inductive research relates to interpretivism’, but although quantitative approaches 
are often linked with deductive research designs which are traditionally associated with posi-
tivism, whereas qualitative – inductive research relates to interpretativism, it has to be high-
lighted that these relationships are not exclusive although there is a trend by whom quantitative 
and qualitative methods are used in the research design (Thiétart et al., 2001). According to 
De Vaus (2001: 11) it is ‘erroneous to equate a particular research design with either quanti-
tative or qualitative methods.’ Therefore it is quite possible that interpretivists can use quanti-
tative methods and positivists can use qualitative research methods in their research work 
(Balnaves and Caputi, 2001, Graubner, 2006, Thiétart et al., 2001). As described above re-
search designs are not attached to a specific paradigm and just as De Vaus (2001) claims that 
the research design is also not related to any particular method of collecting data or any par-
ticular type of data. Not only that research designs are not related to any particular method of 
data collection, but it is also recommended within management research to apply multiple 
method approaches to increase the validity of the study (Curran and Blackburn, 2001). 
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3.4  Research method and strategy  
Research methods in this context can be defined as ‘techniques and procedures used to obtain 
and analyse research data’ (Saunders et al., 2009, p. 595). With regards to the methods, re-
searchers can choose between several different data collection methods as for example ques-
tionnaires, structured interviews, semi-structured interviews or observations. These methods 
are often divided up into two main types, the qualitative and the quantitative methods (Curran 
and Blackburn, 2001, Muijs, 2004). However, a strict subdivision of methods into quantitative 
and qualitative methods seems to be ‘outdated’ according to Thiétart et al. (2001: 115). 
Ivankova et al. (2006: 3) argues ‘that neither quantitative nor qualitative methods are sufficient, 
by themselves, to capture the trends and details of a situation’. That is why I do not limit this 
research to either quantitative or qualitative research methods, instead I follow the recommen-
dations of the literature by applying a mixed-methods approach (Curran and Blackburn, 2001, 
Ivankova et al., 2006, Saunders et al., 2009). There is no universal agreed definition for this 
term but Johnson et al., (2007) analysed several definitions and come to the conclusion that 
the majority of definitions refer to the term mixed-methods research to the combing of quanti-
tative and qualitative research methods. As mentioned above there exist several research de-
signs and approaches and according to Tashakkori and Teddlie (2003) there are more than 
forty mixed-methods research designs described in the literature. Figure 3.1 illustrates the 
frame of mixed-methods types. 
Figure 3.1: Types of mixed methods research designs 
Source: (Onwuegbuzie and Turner, 2007, p. 124) 
 
According to Ivankova et al. (2006: 4) the mixed-methods sequential explanatory design is one 
of the most often used designs among mixed-methods research designs. However, although 
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this design is frequently applied in research Ivankova et al., (2006: 4) argue that is ‘not easy 
to implement’ and say further that certain methodological issues as for example which priority 
the quantitative data collection and analysis has compared to the qualitative data collection 
and analysis or if the quantitative or qualitative data is collected in the first place have to be 
considered. 
In this research a quantitative dominant mixed-methods approach is applied which is defined 
as ‘the type of mixed research in which one relies on a quantitative, postpositivist view of the 
research process, while concurrently recognizing that the addition of qualitative data and ap-
proaches are likely to benefit most research projects’ (Johnson et al., 2007, p. 124). The mixed-
methods sequential explanatory design is divided up into two phases, the quantitative and the 
qualitative ones, and the approach which is applied in this research is based on Ivankova et 
al., (2006) has in total six stages. This research is conducted as cross-sectional research which 
means according to Saunders et al. (2009: 155) that ‘a particular phenomenon at a particular 
time’ is surveyed as kind of a snapshot and not over time. It starts with the quantitative data 
collection via online-questionnaire in the first stage and is followed in the second stage by the 
analysis of the collected quantitative data. The quantitative and the qualitative phases of this 
research are ‘connected in the intermediate stage in the study’, which is the third stage, as it 
is recommended by Creswell and Plano Clark (2011: 87). The fourth stage includes the quali-
tative data collection by semi-structured interviews as qualitative methods which are based on 
the results of the quantitative data what permits to validate the results from the quantitative 
data analysis, to crosscheck the findings, to help explain the results of the quantitative analysis 
and to eliminate ambiguities which arise during the analysis of the quantitative data (Creswell 
et al. 2003, Saunders et al., 2009). The fifth stage covers the analysis of the qualitative data 
and is followed by the last stage, where the results of the quantitative and qualitative analyses 
are brought together. The different six stages of the applied Ivankova et al. (2006) design are 
illustrated in figure 3.2 
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Figure 3.2: Data collection phases 
 
Source: (Ivankova et al., 2006, p. 16) 
 
The mixed method approach is applied because it is a comprehensive strategy to conduct 
research which provides more evidence for studying a research problem and increases the 
validity of the research results by offsetting the weaknesses of a pure quantitative or pure 
qualitative research approach because it is possible to use all available data collection meth-
ods instead of being limited to specific methods (Creswell and Plano Clark, 2011, Thiétart et 
al., 2001). The literature recommends to evaluate different data collection methods in order to 
apply the most suitable to answer the research question. The reasons for using a questionnaire 
and semi structured interviews are given explained in depth in sections 3.7 and 3.10 (Saunders 
et al., 2009). 
3.5  Determination of the region to be examined  
and the research population 
To investigate which countries or regions may come into question to be examined each Ger-
man embassy and each German Chamber of Commerce in the world had been contacted via 
email to get a clear picture where German companies have branch offices and where not. 
According to the United Nations (2016) there are 193 national states in the world but far less 
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German embassies. The reason for this is because some countries as for example the Mar-
shall Islands where the German embassy in Manila is the diplomatic contact or Antigua and 
Barbuda where the German embassy in Port of Spain, Trinidad is the diplomatic contact have 
no German embassy. Although the Vatican City State is not a member of the United Nations 
there is a German embassy. However, this embassy has not been contacted, because there 
are no companies located. Overall, 155 German embassies have been contacted in order to 
ask for lists of German companies in their area of responsibility. In addition, every foreign 
German Chamber of Commerce was contacted, which are located in 90 countries worldwide. 
The result was not surprising in terms of the region with the highest number of German branch 
offices, which is Europe. In France for example, Germany’s second most important trading 
partner in the world, are about 4,500 German companies with their own branch offices located, 
in the Netherlands there are about 3,400 German companies with own branch offices, in Eng-
land there are about 1,800 German companies with own branch offices and in Italy and Spain 
there are in each about 1,000 German companies with own branch offices located. 
Nevertheless Europe seems to be unsuitable as a region for this research because expatriates 
have the possibility to fly on a regular basis with a low-cost carrier back to their home towns or 
countries whenever they feel homesick or need to spend time in a familiar cultural environment, 
whereas German expatriates in Asia, Africa or America do not have such possibilities to fly 
within about three hours from any point in Europe back home to Germany. Furthermore it is 
argued that the cultural distance between countries depends also on the physical distance of 
the countries (Scullion and Brewester, 2001). However, the physical distance between coun-
tries is not automatically an indicator for the culturally distance between nations because from 
a UK perspective Australia and the USA are in terms of physical distance further away from 
the UK than North Africa or the Arab world, but with exception of the dimension ‘Long Term’ 
orientation the UK, Australia and the USA have comparable scores in Hofstedes’ cultural di-
mensions model while with the exception of the dimension ‘Masculinity’ Arabian nations as for 
example Saudi Arabia, Morocco or Libya differ significantly (Hofstede et al., 2010).  
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Figure 3.3:  Hofstede’s cultural dimensions applied to the UK, United States of America  
and Saudi Arabia  
 
Source: (Hofstede et al., 2010)  
 
This is because over the last 300 years millions of Europeans emigrated to America and Aus-
tralia with the effect that they imported the European cultures and kept close ties to Europe 
(Hoerder, 2010). Since the distance between Germany and other European countries is sig-
nificantly shorter than for example the distance between Germany and Argentina or China, it 
seems that a region outside of Europe would be better suited for this research (Scullion and 
Brewster, 2001). 
The highest number of German branch offices outside Germany is according to my research 
located in China, where more than 5,000 German companies have a physical branch. Some 
of the embassies‘ responses were very surprising. It turned out that there are several countries 
around the world with none or just a few German companies with own branch offices present 
in the market. According to the answers of the local embassies there are for example: 
 no Germans working in North Korea and Liberia  
 in total only a few expats of multinational corporations in Pakistan  
 no German SMEs in several countries as for example Cambodia, Benin, Botswana, 
Guinea, Ethiopia, Equatorial Guinea, Honduras, Jordan, Lebanon or Zimbabwe. 
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 only 28 German companies in Uganda and two in Niger, both without German person-
nel 
 only a few Germans working in North Africa where European companies prefer to em-
ploy personnel with North African roots and native French speaking Europeans as ex-
patriates  
In America only in the United States of America there is the significant number of 3,500 Ger-
man companies with own branch offices located. Therefore Asia seems to be far more inter-
esting in terms of the number of German companies, because beside China with its more than 
5,000 German companies, there is also India with at least 1,800 branch offices of German 
companies and as well Japan and Russia with together more than 1,000 German branch of-
fices in the market. Asian countries are in terms of trade after European nations Germanys’ 
most important trading partners and from a cultural perspective there was no mass emigration 
from Germany to Asia which could have possibly influenced the Asian cultures and ‘shortens’ 
the cultural distance. In particular, China is the most important trading partner in Asia for Ger-
many as it is with imports from Germany with over 71 billion Euro in 2015 the fifth largest 
importer of German goods and with exports worth over 90 billion Euro the largest exporter to 
Germany in 2015 (Destatis, 2016). 
In total I was able to collect from the German embassies and the chambers of industry and 
commerce about 9,000 web addresses of German companies in Afghanistan, Azerbaijan, 
China, Hong Kong, India, Israel, Indonesia, Japan, Malaysia, Philippines, Russia, Singapore, 
South Korea, Taiwan, Thailand, Turkey, United Arab Emirates and Vietnam. Because no in-
formation is available about the number of German-Mittelstand SMEs in Asia, this research 
sets beside Asia a special focus on China to explore, how many of the more than 5,000 Ger-
man companies with a branch office in China belong to the group of Mittelstand-SMEs accord-
ing to the definition which was developed for this research. China is on the one hand particu-
larly relevant because it is one of Germany’s most important trading partners and has one of 
the highest numbers of German branch offices worldwide. On the other hand the data availa-
bility is very good, because the delegation of German industry and commerce Greater China 
offers a free access on its website to the ‘German Company Directory’ which is the official 
directory of German companies in China, Taiwan, Hong Kong and Macao. It claims to be ‘the 
most comprehensive and up-to-date directory of German companies in Greater China’ (AHK 
Greater China, 2012). For this reason the quantitative data collection process is divided up into 
two stages.  
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 In the first stage, in section 3.6.1, the population of German Mittelstand-SMEs out of 
the 5,000 German companies has to be determined and furthermore the email ad-
dresses of the general managers have to be searched in order to be able to collect as 
accurate data as possible.  
 In the second stage of the quantitative data collection phase the data of the German 
companies in the other in-scope countries from Asia has to be collected without first 
examining how many German Mittelstand-SMEs have branch offices in these markets. 
3.5.1  Determination of the German Mittelstand-SMEs in China  
Provided that a clear definition with regards to quantitative and qualitative aspects has already 
been developed in section 1.2.3 for German Mittelstand-SMEs the total population for this re-
search has to be determined to obtain as accurate data as possible for this research. Since 
only general managers from German Mitelstand-SMEs with a branch office in China are tar-
geted in this first phase of the data collection, the determination of the research population 
must be carried out in two steps. In the first step the German Mitelstand-SMEs with a branch 
office in China have to be identified and in the second step the names and email addresses of 
the general managers have to be found in order to invite them to participate in the research.  
In order to reach this target, the German Company Directory was a helpful tool. For this reason 
the list with 7,952 (November 2012) entries was the used to determine the population for the 
research. The list from 2012 is applied as foundation for the research to ensure that only com-
panies with at least three years of experience in China will be part of the research. In the next 
step, every entry was proved whether it belongs to the group of Mittelstand-companies which 
is part of this work or not. Here for the websites of every single entry has been visited to proof 
whether the company belongs under qualitative and quantitative criteria to the group of Ger-
man Mittelstand SMEs. Beside company websites also business directories such as wer-zu-
wem.de or Statista.com were used to obtain the required data and information. 
More than 7,500 entries have been excluded from the list, because they did not fit into the 
underlying definition of Mittelstand-SME as described in section 1.2.3. The following types of 
companies have been excluded from the population. 
 Multinational enterprise and groups such as Allianz group because these kind of com-
panies do not fit under qualitative and quantitative aspects into the population. These 
companies have often more than 500 employees and are operated by managers who 
have no ownership of the company.  
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 Joint ventures, because they are influenced by at least two companies.  
 Companies which fit into the population under quantitative aspects, but have not the 
qualitative characteristics of a Mittelstand-company as for example Ideenkapital GmbH 
which is owned by the ERGO Insurance group and therefore not an independent com-
pany. 
 Double entries, where one company had an own entry for every branch office.  
 Companies with their headquarters outside of Germany such as for example the Aus-
trian company BWT AG. These kinds of companies may belong under qualitative and 
quantitative aspects to the group of SMEs and Mittelstand-SMEs but cannot be con-
sidered in this research because they do not belong to the German Mittelstand. 
 Companies, owned and operated by a foundation or a charitable foundation such as 
for example Dr. Johannes Heidenhain GmbH. These companies may fit according to 
quantitative aspects, but not under qualitative aspects because the management as no 
ownership and they are not family owned.  
 Insolvent companies such as Rohwedder AG because these companies are no longer 
on the market. 
 Institutions such as the German-Australian Chamber of Industry and Commerce be-
cause they are not companies. 
Excluding all former listed types of companies led to the first finding of this research, because 
from the originally 7,952 entries only 450 companies remained in the population list and these 
450 companies set in this point in time the upper limit of the research population. 
3.5.2  Determination of the participants  
Since the list of potential target companies was completed, the names and email addresses of 
the general managers had to be found in the next step. That was not difficult with regards to 
the names of the general managers because by German law websites from German compa-
nies and organisations must include an imprint with information about the publisher and also 
the names of the general managers (§ 5 Telemediengesetz and § 55 Rundfunkstaatsvertrag). 
As simple as it was to identify the names of the general managers the more difficult it was to 
find their personal email addresses. In order to avoid spam emails, the majority of companies 
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do not have the email addresses of their general managers available on their websites. There-
fore the majority of email addresses had to be searched manually with the help of search 
engines such as google.com and yahoo.com. As for example the email address of a general 
manager named John Smith from ACME Inc. was searched, the search terms where 
John.Smith@acme.com, J.Smith@acme.com, JSmith@acme.com, Smith@acme.com, 
JS@acme.com. If none of these combinations was successful it was searched for 
“*@acme.com” in order to find any personal email address from a co-worker of ACME Inc. and 
when for example an email address from a co-worker named John Doe was found to be 
JoDoe@acme.com it was assumed that the correct general managers email address is 
JoSmith@acme.com. 
In the case that company had more than one general manager; it was searched for the email 
address of the chairman or chairwoman. If this was not clear from the available information 
who was the chairman or chairwoman the email address from the first-mentioned general man-
ager was taken. The result of this process was an excel-file with 450 entries of companies 
which belong according to the pre-selection to the group of Mittelstand-SMEs and each com-
pany entry included one name and email address of a general manager. In the next step the 
decision had to be made if the whole population or a sample is surveyed. 
A sample is defined as ‘a limited number taken from a large group for testing and analysis, on 
the assumption that the sample can be taken as representative of the whole group’ (Crouch 
and Housden, 2003, p. 149). Sampling is recommended as a valid option to a census in cases 
where it is not possible to survey the entire population (Saunders et al., 2009, p. 212). Since 
the research population does not include the entire 7,500 companies from the German Com-
pany Directory but only 450 companies, which fall under the underlying Mittelstand-SME defi-
nition, it is suitable to collect data from the entire population what makes sampling redundant. 
The purpose of the first six sections of chapter three is to explain the research design and the 
research approach. For this research a mixed-methods sequential explanatory design was 
chosen because it is a comprehensive strategy to conduct research which provides more evi-
dence for studying a research problem and increases the validity of the research results by 
offsetting the weaknesses of a pure quantitative or pure qualitative research approach. Fur-
thermore this chapter covers the reasoning for choosing Asia as research region and explains 
in detail the determination of the research population and the determination of the email ad-
dresses of the general managers and companies which are required to conduct the quantita-
tive data collection in the following chapter.
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3.6  Selection of the quantitative data collection method 
The following sections describe the whole quantitative data collection process and data anal-
ysis process. In particular the reasoning for applying questionnaires in this research work is 
explained as well as the detailed description of the questionnaire development. 
3.6.1  Survey  
A survey can be defined as ‘a research method used by social scientists to empirically and 
scientifically study and provide information about people and social phenomena’ (Lavrakas, 
2008, p. 860). It is a very effective method for collecting primary data and is applied very fre-
quently in management research (Saunders et al., 2009, Schnell et al., 2011, Thietart et al., 
2001). With regards to the research objective the study is targeted to all general managers of 
German Mittelstand-SMEs with a branch in Asia, a survey is the most fitting method to collect 
the required statistical data for the deductive reasoning approach in order to test the hypothe-
ses and to answer the research questions. To explain the results of the quantitative data and 
to eliminate ambiguities which can occur after the analysis of the quantitative data it is im-
portant to apply semi-structured interviews as qualitative method which will be explained in 
more detail in section 3.9.1 (Saunders et al., 2009). 
3.6.2  Questionnaire  
A questionnaire is the effective standard instrument of empirical social research and widely 
used to gather large amount of primary data in business research (Gray, 2013, Saunders et al., 
2009). The term questionnaire is also an umbrella term for several data collection techniques 
which can be defined as ‘general term including all data collection techniques in which each 
person is asked to respond to the same set of questions in a predetermined order’ (Saunders 
et al., 2009, p. 599, Schnell et al., 2011). It covers, on the one hand, the self-administered 
questionnaires as for example internet and intranet-mediated questionnaires, postal question-
naires, delivery and collection questionnaires and the interviewer-administered as telephone 
questionnaires and structured interviews (Saunders et al., 2009, p. 363). Although it is not 
possible when human beings are involved in the research to eliminate subject bias, question-
naires are considered to be very effective in gathering data in an objective way and in minimiz-
ing the risk of interviewer and observer bias (Gail and Bénichou, 2000, Saunders et al., 2009). 
But beside all those advantages this method also has its weaknesses. A major disadvantage 
of questionnaires is the inflexibility because once the data collection phases is under way, it is 
impossible to edit the questionnaire and even though questionnaires eliminate several kind of 
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biases, they fail to explain the reasons for the outcome of the research and there is still the risk 
that people misinterpret the questions what requires a very careful development and testing of 
the questions (Saunders et al., 2009, Thiétart et al., 2001). Although this method has its weak-
nesses it seems to be the most appropriate one for this research to collect quantitative data 
from a bigger population in an objective way and the weaknesses of this method are offset due 
the combination with semi-structured interviews as qualitative method (Creswell and Plano 
Clark, 2011).  
Thus this research applies a questionnaire to collect quantitative data a decision has to be 
made, what kind of questionnaire will be selected. Since the research population covers as 
described in section 3.6.2 about 450 general managers, the interviewer-administered ques-
tionnaires does not come into consideration for practical reasons because it would be too time 
consuming to coordinate and to conduct structured phone-interviews with 450 general manag-
ers. From the self-administered questionnaires the delivery and collection questionnaires also 
cannot be regarded as a suitable method because the participants of the research are not 
located in one place, instead they are spread all over Germany. For these reasons the internet 
and postal questionnaires seem to be the most appropriate methods to collect the quantitative 
data for this research.  
With regards to the response rate, one often quoted study among students concerning the 
differences between online and hard copy survey response rates showed up, that online sur-
veys and mail hard copy survey have comparable response rates (Kaplowitz et al., 2004). 
Nevertheless, the study result is only partially transferable because the average age of stu-
dents lies far below the average age of German general managers which lies over 50 years 
(Bürgel, 2010). Online surveys have several advantages compared to mail surveys as for ex-
ample lower costs because no printing and postage is required, the data does not have to be 
entered by hand to evaluate it and furthermore an email bypasses the control or pre-screening 
of regular mail by secretariat and usually goes directly to the recipient. Nevertheless there is 
still the risk that the recipients consider the email as spam and delete it (Dillman, 2007, 
Kaplowitz et al., 2004, Schaefer and Dillman, 1998, Sills and Song, 2002). Also it is not totally 
clear if the response rate of general managers of German Mittelstand-SMEs is higher for postal 
or online-questionnaires, the benefits of online questionnaires seem to outweigh and therefore 
this method is applied in this research. Thiétart et al. (2001: 173) identifies three main steps 
which have to be regarded when it is planned to collect data via a questionnaire.  
1. ‘Initial crafting of the questionnaire and choosing scales’ what is explained in the fol-
lowing section 3.6.3 
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2. ‘Pre-tests to check the validity and reliability of the questionnaire’ which process for this 
research is described in section 3.6.5 
3. ‘Administering of the final questionnaire’ which is described in section 3.7.1 
3.6.3  The questionnaire  
The questionnaire which is developed for this research is based on the framework of Zibarras 
and Woods (2010) who conducted a frequently cited survey of UK selection practices and has 
been adapted for this research purpose. Since this research work aims to explore how Ger-
man-Mittelstand SMEs with a branch office in Asia prepare their expatriates for their assign-
ments and furthermore to check what influence the general manager and other factors have 
on the process. The framework of Zibarras and Woods (2010) was chosen because the article 
aims to answer the question ‘what are the methods that organizations use to select their em-
ployees?’ and furthermore it examines if ‘some kinds of organisations use them more fre-
quently than others?’ and is therefore very similar to this research purpose (Zibarras and 
Woods, 2010, p. 499).  
The online questionnaire consists of 25 questions which are divided up into three parts and a 
final question if the participants are willing to leave their email addresses in order to be con-
tacted for further questions. The reason for only having 25 questions is to lower the abandon 
rates and is explained in more detail in section 3.6.4. The complete German questionnaire with 
all answer options as well as the English translation are provided in appendix B. 
 Part 1: questions regarding the respondents 1 to 3 
 Part 2: questions regarding the company 4 to 9  
 Part 3: questions regarding the cross-cultural assignment preparation process 10 to 25 
 Final question 26: asking for the email addresses 
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Questionnaire part 1: questions regarding the respondent – questions 1 – 3 
The first question asks for the position of the participant in the organization and will becomes 
especially relevant in the qualitative part of the data collection phase where only the general 
managers of German Mittelstand-SMEs are interviewed. The second question is one of the 
most important questions in the survey because it asks for the period of time the general man-
ager has spent in a foreign culture and is therefore relevant for H2, H3 and H4. Since only 
general managers who own company shares are interviewed in the qualitative data collection 
phase, question three asks for the company shares which are in possession of the respondent 
in order to check if the respondent can be interviewed later on or not. 
Table 3.3: List of questions 1 to 3 
Question 
number 
Questions  Type of 
question 
1 What is your role within your organization? Single choice 
and open an-
swer field 
2 How much time did the general manager spend in a foreign 
culture? 
Single choice  
3 How many shares of the company do you own? Single choice 
Source: developed for this research 
 
Questionnaire part 2: questions regarding the company – questions 4 – 9. 
Questions four to six are designed in order to verify whether the company belongs to the group 
of German Mittelstands-SMEs according to the definition which was developed for this re-
search work in section 1.2.3 or not. Question four asks for the person which holds the majority 
of company share in order to ensure that the company does not belong to a corporation or 
other type of organisation as for example a foundation which will not be regarded in this re-
search. The fifth question asks for the management board of the company. Companies which 
are only managed by general managers who do not own shares of the company are excluded 
from the research because they do not fit into the Mittelstand-SME definition for this research. 
The company size categories in question six are based on the SME-company size cluster of 
the IfM Bonn (2016 a) and help on the one hand to check the company’s number of employees 
which for a SME should not exceed the maximum of 499 employees otherwise it cannot be 
considered in this research. The seventh question asks for the region where the company 
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sends its expatriates. Since the research focus of this thesis is Asia, only companies are re-
garded which indicate that they send expatriates on assignments to Asia which fit into the 
foreign assignment definition which was developed for this work in section 1.2.3. Question 
number eight aims to explore if the companies have HR departments or not. This information 
will help in the analysis phase to check if HR departments have an influence on the expatriate 
preparation of Mittelstand-SMEs or not and covers therefore H9, H10 and H11. In order to 
confirm or refute hypothesis one which states that in German Mittelstand-SMEs the general 
managers are in general in charge of all expatriate preparation activities, question nine asks 
for the person who is responsible within the organisation for the expatriate preparation activi-
ties. 
Table 3.4: List of questions 4 to 9 
Question 
number 
Questions  Type of ques-
tion 
4 Who owns the majority of the company? Single choice 
and open an-
swer field 
5 Who manages the company? Multiply choice 
and open an-
swer field 
6 Currently how many employees (heads) do you have on 
the payroll in your organization? 
Single choice 
7 Does your company send expatriates to Asia for at least 
one year and maximal five years 
Single choice 
8 Does your company have an HR department? Single choice 
9 Who is finally responsible within your company whether 
expatriates are prepared for their assignments or not? 
Single choice 
and open an-
swer field 
Source: developed for this research 
 
Questions 10 to 25 are concerned with the foreign assignment preparation process for the 
expatriates and their families and also with the reasons why companies do not invest more 
resources in this preparation process. The block of questions is based on the cross-cultural 
assignment preparation process which is described in section 2.7 and is divided up into the 
five stages of cross-cultural assignment preparation: selection, preparation, training, support 
during the stay and repatriation.  
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Figure 3.4: Stages of the cross-cultural assignment preparation process 
Source: developed for this research 
 
For each of these five stages of the cross-cultural assignment preparation process three ques-
tions are posed:  
1. What methods are applied for the expatriates? 
2. What prevents the company to invest more resources in the process? 
3. What methods are applied for the expatriate’s families? 
For each of these 15 questions the respondents are offered a list of response options, which 
are grounded on the literature review. The questions are multiple choice questions and the 
respondents can tick all appropriate answer options and in addition they have the possibility to 
write additional answers if they miss answer options (Saunders et al., 2009). Question 19 is 
embedded in the question block and asks for the number of paid days off which the expatriates 
receive for training and preparation. This question covers H4, H7 and H11and its answer op-
tions are based on Mendenhall et al.’s (1987: 340) model of the ‘relationship between degree 
of interaction into the host culture and rigor of cross-cultural training’. 
As described in section 1.2.4 the reasons why German SMEs are not focusing efforts and 
resources for the preparation of cross-cultural assignments are not clear yet (Stroppa and 
Spiess, 2010). Mendelhall et al. (1987) identified identifies several reasons for large enter-
prises not focusing on efforts and resources to the cross-cultural training of expatriates which 
built together with Stroppa and Spiess’s (2010) conjecture, that the lack of financial resources 
is also a main reason, the answer options for the questions 11, 14, 17, 21 and 24. 
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Table 3.5: List of questions 10 to 25 
Ques-
tion 
number 
Questions  Type of question 
10 Which criteria and methods are applied for the selection 
of expatriates in your company? 
Multiply choice and 
open answer field 
11 What prevents the company from investing more re-
sources in the selection process? 
Multiply choice and 
open answer field 
12 Is the expatriate’s family involved in the selection pro-
cess? If so, what measures are applied? 
Multiply choice and 
open answer field 
13 How are the expatriates prepared for their assignments 
(without training)? 
Multiply choice and 
open answer field 
14 What prevents the company from investing more re-
sources in the preparation process? 
Multiply choice and 
open answer field 
15 Is the expatriate’s family involved in the preparation pro-
cess? If so, what measures are applied? 
Multiply choice and 
open answer field 
16 What kind of training is offered for expatriates? Multiply choice and 
open answer field 
17 What prevents the company from investing more re-
sources in training for the expatriates? 
Multiply choice and 
open answer field 
18 Is the expatriate’s family involved in the training pro-
cess? If so, what measures are applied? 
Multiply choice and 
open answer field 
19 How many working days is the expatriate off work (paid) 
for preparation and training? 
Single choice 
20 What kind of support is offered during the stay for the 
expatriate? 
Multiply choice and 
open answer field 
21 What prevents the company from investing more re-
sources in the support of the expatriates? 
Multiply choice and 
open answer field 
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22 Does the family receive support during the stay? If so, 
what measures are applied? 
Multiply choice and 
open answer field 
23 What kind of measures is offered to repatriates which 
you want to keep in the organisation? 
Multiply choice and 
open answer field 
24 What prevents the company to invest more resources in 
the repatriation of expatriates? 
Multiply choice and 
open answer field 
25 What kind of measures are offered to the families of re-
patriates? 
Multiply choice and 
open answer field 
Source: developed for this research 
 
The final question 26 is not linked to the data analysis but is essential in order to determine if 
the participants are willing to be interviewed in the quantitative data selection phase. 
Table 3.6: Question 26 
Question 
number 
Question  Type of question 
26 Do you agree to be contacted for further questions? If 
you do so, please leave your email address. 
Single choice and 
open answer field 
Source: developed for this research 
3.6.4  Questionnaire participation and abandon rates  
In order to increase the participation rate and to lower the abandon rate of the questionnaire 
the literature and the practical experience from survey provider offer helpful information. 
An analysis out of a random sample of about 100,000 surveys conducted by the online survey 
provider SurveyMonkey (2011a) shows up that in general the abandon rates increase after 
eight minutes but also that for research purposes the tolerance for longer surveys is greater, 
what is consistent with the research result of another study. This shows that about 79% of 
participants would have been willing to invest at least 10 minutes of their time for academic 
online surveys (Gräf, 1999). Furthermore there is evidence that surveys with more than 25 
questions are too long and that is why with the length of the questionnaire the dropout rate 
increases and the quality of responses decreases which is reflected in the fact that the longer 
a questionnaire is, the less time respondents spend answering each question (Gräf, 1999, 
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Hughes, 2012, SurveyMonkey, 2011a). Research also indicates that if the length of the ques-
tionnaire is announced in advance the participation quote is lower as if would not be announced 
upfront. On the other hand the dropout rates are lower when the length of the questionnaire is 
announced compared to the dropout rates where the length is not announced (Crawford et al., 
2001). Therefore for longer surveys researchers have to decide if they want a high participation 
rate and accept a higher abandon rate or if they announce the length of the questionnaire and 
receive a lower participation rate but also a lower abandon rate. Although a high number of 
participants is desirable for this research, the quality of the data is even more important. There-
fore the length of the questionnaire is announced upfront to make sure the participants will 
take their time to complete the questionnaire. The applied questionnaire consists of 26 ques-
tions (25 content questions and one question for the email address for later requests) and it 
takes about seven to ten minutes to complete it, what lies, as described earlier in the accepted 
timeframe and number of questions. Research also indicates that incentives have no impact 
on the quality of the answers and dropout rate (Göritz, 2004) but experience from Survey-
Monkey is, that offering incentives for participants increases the response rate of question-
naires by 50% on average, what is relatively high in comparison to other research results, 
which nevertheless also indicate that incentives have a positive impact and if they have no 
positive impact, at least they have no negative impact on response rates (Göritz, 2004 and 
2006, SurveyMonkey, 2012). 
In terms of pilot testing for questionnaires it is recommended that ‘a group as similar as possi-
ble to the final population’ should be involved to increase the quality of the questionnaire (Saun-
ders et al., 2009, p. 394). This recommendation is transmitted to clarify how to increase the 
participation rate of the questionnaire by asking four professionals from German companies 
what would encourage them to participate in a study. The issue is discussed with each profes-
sional in a personal conversation. These four professionals are: 
 Professional 1: General manager and owner of a German SME with 25 employees 
which produces electrical cabinets and has to send his employees on a regular basis 
for short term assignments to the US, China and Turkey. 
 Professional 2: Equity partner of a German based international management consul-
tancy with offices in different countries and about 800 employees. 
 Professional 3: Partner and member of the management of a German based interna-
tional management consultancy with offices in different countries and about 100 em-
ployees. 
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 Professional 4: Head of finance and equity holder of a German paper mill with about 
270 employees. 
The result of the discussions were that without incentive there is little motivation to participate 
in surveys because the interviewed professionals receive regularly invitations from organisa-
tions such as industry associations or the chamber of industry and commerce who ask them 
to participate in surveys. Incentives as for example a participation in a raffle where the partici-
pants receive a lottery ticket for participation or can win an Amazon-voucher worth 100 Euro 
are not a motivation to participate in the study (Deutskens et al., 2004). All four professionals 
agreed that it also must be rewarding for the company to participate in such a survey. Facts 
and figures that provide an insight how the competition works or a kind of benchmarking are 
regarded as motivation to invest about 20 minutes of time in a survey. 
Taking the findings of the literature and the results of the discussions with the four profession-
als as basis, the general managers who are targeted in this research receive an incentive for 
their participation in order to increase the odds of a higher response rate. The promised incen-
tive for the participants who complete the questionnaire is a short summary of the overall re-
sults of the research to provide an insight how other general managers from German Mittel-
stand-SMEs prepare their expatriates for their assignments. The incentives are promised in 
the first introduction email which is provided in German and also translated in English in ap-
pendix C. 
3.6.5  Piloting questionnaire 
As explained in section 3.6.2 ‘pre-tests to check the validity and reliability of the questionnaire’ 
are according to Thiétart et al. (2001: 173) the second main step after the crafting of the ques-
tionnaire, which has to be regarded, when it is planned to collect data via a questionnaire. The 
first draft of the questionnaire was discussed with my supervisor with three noteworthy adjust-
ments as an outcome of the discussion. The first adjustment was made in the first question 
where it was only asked whether the respondent was a general manager or not. This answer 
option was insufficient because the title of the general manager in Germany depends on the 
legal form of the company. Therefore the two answer options ‘member of the board of directors’ 
and ‘owner’ have been added. The second adjustment relates to the five questions number 
11, 14, 17, 21 and 24. Since the wording of the five questions, which ask for the reasons why 
the companies do not invest more resources in each stage of the preparation process should 
be revised. Taking the first stage (selection process) as an example, the wording ‘what is the 
reason why there is no selection process or a not more acute selection process?‘ suggested 
73 
 
that the selection process is poor and that the general manager agrees it is poor. The revised 
wording is more neutral and asks ‘what prevents the company to invest more resources in the 
selection process?’ without assuming that the selection process is poor. The third suggestion 
was to split the question ‘who owns and manages the company?‘ into two questions: ‘who 
owns the company?’ and ‘who manages the company?’, because the initial question did not 
cover cases where the management and ownership of the company are not in one hand. As 
already mentioned in section 3.6.4 it is recommended that ‘a group as similar as possible to 
the final population’ should test the questionnaire in order to refine it if necessary (Saunders 
et al., 2009, p. 394). Therefore the cover letter and a link to the revised version of the ques-
tionnaire were sent in the second step of the questionnaire piloting to a group of experts which 
consists of:  
 Four of my former professors  
 Four personal friends who work in an international business environment 
 Three owners and general managers of international active SMEs who have no de-
pendence in Asia 
 A Head of finance and equity holder of a German paper mill with about 270 employees  
 Equity partner of a German based international management consultancy with offices 
in different countries and about 800 employees 
The feedback was collected via the feedback-function of Surveymonkey, by telephone and via 
email. As recommended by Bell (2010) the respondents were asked to give feedback about 
how long it took them to answer the questionnaire, if the instructions were clear to them, if the 
questions and answer options were clear and understandable and if there was anything miss-
ing or if they had further comments. 
The validity testing phases yields the following general points:  
 The description in the cover letter is clear and comprehensible and remained therefore 
unchanged. 
 The layout is appealing and the colour scheme fits the logo of the University of Surrey 
and remained also unchanged. 
 It took the respondents between five and ten minutes to complete the questionnaire 
what lays in the accepted timeframe for academic online surveys (Gräf, 1999). 
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 The number of 25 content questions was regarded as appropriate, what corresponds 
to the findings in the literature (Gräf, 1999, Hughes, 2012). 
Regarding the questions and answer options of the revised questionnaire the respondents had 
five notes. Firstly the two answer options ‘Yes’ or ‘No’ of the second question ‘Have you spent 
more than one year in a foreign culture?’ were according to the respondents not sufficient, 
because the answer would ignore any foreign experience of less than one year of the respond-
ents. That is why the answer options have been changed to ‘less than three months’, ‘three to 
six months’, ’six months to twelve months’ and ‘more than twelve months’. 
Secondly the answer options to the five questions (12, 15, 18, 22 and 25) regarding the level 
of involvement of the expatriate’s family in each stage of the process were considered as too 
imprecise by the participants, because they did not allow describing the exact methods of 
preparation for the families. Taking question 12 (Is the expatriate’s family involved in the se-
lection process?) as an example, the initial response options were: 
 Expatriate only 
 Expatriate and Family: Same level of selection process 
 Expatriate and Family: Different level of selection process (Expatriate more intensive) 
 Expatriate and Family: Different level of selection process (Comparable level of selec-
tion) 
 Expatriate and Family: Different level of selection process (Family more intensive) 
 No selection process for expatriate or family 
Thus, the questions remained unchanged but the answer options have been adapted from 
questions (10, 13, 16, 19 and 23) where it is asked with which methods the expatriates are 
prepared and supported in each of the five stages. Answer options which did not fit the families, 
as for example ‘work sample test’ or ‘assessment of performance‘ in the selection process, 
were removed. 
Thirdly, despite that in the questionnaire single answer options are indicated with a circle 
whereas multiple answer options are indicated with a square, not to all participants of the test 
group it was clear which question has multiple answer options and which question has only 
one answer option. Therefore the information whether it is a single answer question or a mul-
tiple answer question has been added to each question. 
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Fourthly, one general manager replied, that once he had an repatriate who he did not want to 
keep in his company, therefore he gave the note to extend the initial question 23 ‘what kind of 
measures is offered to repatriates?’ to ‘what kind of measures is offered to repatriates who you 
want to keep in the organisation?’. 
Fifthly, one participant recommended the underlining of the importance of preparing the ex-
patriates and their families within the questionnaire. This was not done, because it could have 
increased the risk of subject bias in the research process. 
The result of both piloting stages was the questionnaire in appendix B which is described in 
section 3.6.3. 
3.7  Quantitative data collection process 
The third main step which has to be regarded according to Thiétart et al. (2001: 173) when it 
is planning to collect data via a questionnaire is the ‘administering of the final questionnaire’ 
what is described in the following sections. For positivists objectivity is given, when a subject’s 
observation of an external object does not alter the nature of that object (Thiétart et al., 2001). 
Although this research is based on the paradigm of pragmatism, the objectivity for the quanti-
tative data collection in this research aims to meet the demand of a purist positivist research 
work. This aim is achievable because it is unlikely that the conduction of an online based ques-
tionnaire alters the traits or beliefs of the general managers who are involved in this research. 
Furthermore there was no personal contact with the general managers during the data collec-
tion phase of the quantitative data with the exception of the emails which included the link to 
the online questionnaire. This procedure helped to increase the reliability of the responses by 
avoiding the risk for interviewer bias and also lowered the risks for subject bias (Gail and Bé-
nichou, 2000). The survey was Internet-based by using the survey tool SurveyMonkey 
(www.surveymonkey.com).  
3.7.1  Data collection from China 
Evaluation from 80 million customer satisfaction surveys and 100,000 surveys conducted via 
surveymonkey.com depict that surveys which were sent out on Mondays received a 10% 
higher response rate than average and in relation to time that surveys which have been sent 
outside business hours had also higher response rates than surveys which were sent out be-
tween 8 a.m. and 6 p.m. (SurveyMonkey, 2011b, Zendesk, 2013). This founding was taken 
into account in order to increase the participation rate of the questionnaire. The initial email 
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was sent, as to see in table 3.7, on Monday 21st December 2015 at 5 a.m. to 450 email recip-
ients. The German and English cover letters are presented in appendix C. In order to increase 
the participation rate, three reminder emails have been sent to every general manager who 
has not replied to the first email or has not left his email address for further questions in the 
following weeks. On none of these four days where emails were send have been school holi-
days or public holidays in one German federal sate, what increased the chances that the gen-
eral managers were in their offices (Schulferien.org, 2015).  
Table 3.7: Data quantitative collection process 
 Initial email 1. reminder 2. reminder 3. reminder 
Date emails sent 21.12.2015 11.01.2016 25.01.2016 07.03.2016 
Weekday Monday Monday Monday Monday 
Time emails sent 5 a.m. 6 a.m. 5:30 a.m. 6 a.m. 
Mails sent in total 450 384 365 354 
Participated in the question-
naire 
25 18 21 17 
Left their email addresses  13 7 8 6 
Only working with locals 16 9 2 1 
Did not fit into the definition 2 2 1 2 
Did not want to participate 2 1 0 1 
Mailer daemons 65 0 0 0 
Source: developed for this research 
 
After the first email delivery 65 emails could not be delivered due to wrong email addresses 
and were returned as mailer daemons. By applying the method to identify the email addresses, 
which is described in section 3.5.2, 32 of the missing 65 email addresses could be identified 
and they also received the email with the link to the questionnaire on the 21th December 2015. 
The remaining 33 general managers, where no email address was detectable, have been in-
vited via mail to participate in the online questionnaire in order to reach the whole research 
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population. The mails have been sent out on Monday the 28th December 2015. According to 
the email addresses at least two general managers who have been invited by mail participated 
in the questionnaire and agreed to be contacted for further questions.  
The initial email and the first two reminder emails have been sent via rapidmail.de, a newsletter 
provider which servers are located in Germany in order to ensure that the email addresses are 
protected and are not later on misused for spam. Unlike the first three times, the third reminder 
email has not been sent out via rapidmail.de but with the email tool of surveymonkey.com 
which increased the chance to reach those general managers whose company servers 
blocked emails sent via rapidmail.de .  
In total 81 recipients participated in the questionnaire from which 20 answers could not be 
regarded because the companies did not fit into the Mittelstand-SME definition or indicated 
that they do not send expatriates to China. Furthermore 28 general managers replied in total 
that they only work with local managers in their Chinese branch offices and therefore do not 
apply expatriates in China, seven recipients replied that their company do not fit into the defi-
nition because they belong either to a group or exceed the number of 499 employees and 
overall four recipients replied that they do not want to participate in the survey. 
The second finding of the research was that out of the 7,952 entries not all of the remaining 
450 companies send expatriates to China or belong to the group of Mittelstand-SMEs what 
reduces the number of German Mittelstand-SMEs with a branch office in China and which send 
expatriates to China from initially 450 to an upper limit of 395. Thus the participation rate was 
at least 15.44 %. 
3.7.2  Data collection from Asia 
As described in section 3.5.2 I have been able to collect about 9,000 web addresses of German 
companies which have a branch office in Afghanistan, Azerbaijan, China, Hong Kong, India, 
Israel, Indonesia, Japan, Malaysia, Philippines, Russia, Singapore, South Korea, Taiwan, 
Thailand, Turkey, United Arab Emirates or Vietnam. Since it was impossible to repeat the 
whole time consuming process in order to identify the names and email addresses of general 
managers from German Mittelstand-SMEs in China, in the second phase of the quantitative 
data collection process the 9,000 web addresses were merged into one excel file, where these 
web addresses have been changed into email addresses. This was done by replacing the 
‘www.’ of the web addresses by ‘info@’, as for example www.company.com was changed into 
info@company.com . In the next step the list has been cleaned from doubles and companies 
which have a branch office in China and have already been contacted. Finally between the 
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28th February 2016 and the 11th March 2016 about 8,500 invitation emails have been sent to 
the above mentioned info-addresses where the research was introduced and the email recipi-
ent was asked to forward the email with the link to the questionnaire to the general manager 
or the responsible person for expatriate affairs. The German cover letter and the English trans-
lation are provided in appendix D. 
In total 119 companies participated in the second phase of the quantitative data collection, 
from which 59 companies had to be excluded because they did not fit into the definition of 
a Mittelstand-SME. The participation rate was with only 1.4% extreme low. Reasons for the 
low participation rate might have been that on the one hand the general managers were not 
directly contacted and that the recipients in the digital mailroom deleted the email without for-
warding it to the general managers, on the other hand, based on the results from the first part 
of the data collection phase, it can be assumed that as well as in China (less than 400 out of 
more than 7,900 company entries) only a small part of the German companies in the rest of 
Asia belongs to the group of German Mittelstand-SMEs. The data of the first survey from China 
and the data of the questionnaire from other Asian nations have been merged into one data 
set with 121 responses which builds the foundation for the following quantitative data analysis 
in section 3.8. 
3.8  Quantitative data analysis 
The aim of this section is to describe the methods used for analysing and testing of the col-
lected survey data and the hypotheses tested, which have been developed in section 2.9. 
According to Zikmund et al. (2013: 507) ‘hypotheses are tested by comparing the researcher's 
educated guess with empirical reality’, what is done by applying statistical methods on the 
collected data in order to find statistical significant relationships between variables (Hair et al., 
2015, Saunders et al., 2009). Relationships are usually statistically not significant when the 
probability or p-value is higher than 0.05 and this would mean that the null hypothesis is ac-
cepted and the hypothesis is refuted. When on the other hand the p-value is lower than 0.05 
the null hypotheses can be rejected and the hypothesis is accepted (Saunders et al., 2009, 
Thietart et al., 2001). The size of the tested sample is crucial for the meaningfulness of the 
results because as Saunders et al. (2009: 450) points out that ‘the statistical significance of 
the relationship indicated by a test statistic is determined in part by the sample size’. However, 
the sample size in this research of n= 121 is according to Pallant (2013) large enough so that 
a normal distribution can be generally assumed and therefore one can also assume that the 
meaningfulness of the test results is not influenced by a too low number of responses. 
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Since the framework of the quantitative data collection is based on the research approach of 
Zibarras and Woods (2010), the same statistical methods have been applied in order to exam-
ine relationships between frequency of use of methods from the five stages of the cross-cul-
tural preparation process for the expatriates and their families, organization size of the Mittel-
stand-SMEs and general managers’ time spent in a foreign culture and as well presence of 
HR departments in the companies. Both, Pearson chi-square (x²) and Cramer’s V (crv) were 
applied. Pearson chi-square indicates a relationship between independent (e.g., organization 
size or presence of HR department) and dependent variables (e.g., cross-cultural preparation 
method use) and should be applied when all expected frequencies in a two-by-two table ex-
ceed 10 (Rubin, 2009); whilst Cramer’s V measures the association of nominal variables and 
has to be applied according to Rubin (2009: 2011) ‘when at least one of the two nominal vari-
ables which are examining has more than two categories’ (Leon-Guerrero and Frankfort-
Nachmias, 2014). The combination of both methods is necessary because although an analy-
sis might indicate that there is a statistical significant relationship for example between the 
frequency of use of interviews as selection method and the size of the organisation, this finding 
would not provide according to Leon-Guerrero and Frankfort-Nachmias (2014: 236) ‘much in-
formation about the strength of the relationship or its substantive significance in the population’. 
For this purpose Cramer’s V is a helpful statistical test as it measures the association between 
variables within a table on a scale where 0 represents no association, 0.10–0.20 indicates 
a weak relationship, 0.20–0.40 indicates a moderate relationship, 0.40–0.60 indicates a rela-
tively strong and 1 represents perfect association and ‘because the value of Cramer’s V is 
always between 0 and 1, the relative strengths of significant associations between different 
pairs of variables can be compared’ (Saunders et al., 2009, p. 590, Zibarras and Woods, 2010, 
p. 505). Zibarras and Woods (2010: 505) point out that applying Pearson chi-square and 
Cramer’s V statistics has the limitation ‘that they only indicate whether or not there is a signifi-
cant association overall between two variables, it does not indicate whether the observed fre-
quency in any particular call is significantly different from the expected frequency.’ Here the 
adjusted standardized residuals is the appropriate statistical method to indicate whether the 
observed frequency differs in a statistical significant way from the expected frequency, where 
any values greater than 2 or less than -2 are considered to be statistical significant (Acton and 
Miller, 2009, Zibarras and Woods, 2010). 
Since hypothesis one can not be tested with prior described methods, the chi-square (X²) 
goodness-of-fit test is applied to test this hypothesis. The chi-square (X²) goodness-of-fit test 
is according to Argyrous (2011: 421) ‘a non-parametric test for the multi-nominal frequency 
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distribution of cases across a range of scores for a single variable’. The test is applied to com-
pare the expected frequencies from a given sample (Black, 2011). The results of the quantita-
tive data analysis are presented in section 4.1. 
3.9  Qualitative data collection  
Given that this research applies a quantitative dominant mixed-methods sequential explana-
tory approach the description of the quantitative data collection and analysis in the previous 
sections is followed by the description of the qualitative data collection and analysis in the 
subsequent sections. 
3.9.1  Selection of qualitative research methods 
Since the research approach is based on the approach of Ivankova et al., (2006) a multiple 
case study approach was applied in the qualitative stage of this research to support the expla-
nation of the findings of the quantitative data analysis from the first phase of the data collection. 
A case study is according to Saunders et al. (2009: 588) a ‘research strategy that involves the 
empirical investigation of a particular phenomenon within its real-life context, using multiple 
sources of evidence’ and furthermore it is an appropriate method for explanatory research and 
has therefore been applied in this research (Saunders et al., 2009, Yin, 2013). In a multiple 
case study design not only one case but several cases are considered and the analysis is 
conducted across all cases (Yin, 2013). In terms of methods interviews are according to Morse 
(1991) a suitable method to explain unexpected results of the quantitative data analysis within 
a mixed-methods sequential explanatory design. Given that as later on described in chapter 
four there have been some unexpected results in the quantitative data analysis, the best fitting 
type of interview had to be determined in order to explain these results, what is described in 
this section. 
Dunn (2005: 79) defines interviews as ‘verbal interchanges where one person, the interviewer, 
attempts to elicit information from another person.’ Interviews are appropriate to gain a better 
understanding on previously collected data and are therefore regarded as option in order to 
answer the research question (Gideon, 2012). The researcher can choose between different 
types of interviews which all have a distinct purpose. In general there is the distinction between 
standardised and non-standardised interviews, whereas the non-standardised interviews are 
again divided into ‘one to one’ interviews, as for example telephone interviews and ‘one to 
many’ interviews such as focus groups (Saunders et al., 2009, p. 321). 
81 
 
Since the participants were assured that their names and company names will remain anony-
mous, any option of ‘one to many’ interview seems to disappear as an option. Regarding the 
type of ‘one to one’ interviews, there are basically two types from which researcher can choose, 
personal interviews and distance interviews via phone, internet or email. Since the participants 
are spread all over Germany phone interviews seem to be the most practical method and are 
therefore applied in this research. However, although phone interviews are practical and con-
serve resources in terms of no travel time and no travel costs, they have to be well prepared 
and introduced at the beginning of the interview, otherwise the participant might cut the call or 
is biased by the poor preparation what is both not beneficial for the data collection (Curran and 
Blackburn, 2001). 
Since one-to-one phone interviews are selected the decision has to be made if structured, 
semi-structured or unstructured interviews should be applied in this research. Structured in-
terviews are formal and rigid types of interviews. The interviewer asks a set of questions 
where he is not allowed to deviate from or to ask follow-up questions and the interviewee has 
to respond to usually pre-coded standardized answers. As table 3.5 illustrates, structured in-
terviews are most often applied in descriptive studies to collect quantitative data and are there-
fore associated with quantitative research (Huss, 2008, Saunders et al., 2009). 
As structured interviews, semi structured interviews also consists normally of predetermined 
questions but they allow follow-up questions in case something remains unclear or if a new 
issue arises which needs to be explored in more depth. Furthermore it is also possible to 
change the order of the questions during the interview if necessary. Semi structured interviews 
are often applied in explanatory research as illustrated in table 3.8 and refer unlike structured 
interviews to the field of qualitative research (Huss, 2008, Saunders et al., 2009). 
Unstructured interviews are the most flexible form of interviews because they do not follow 
a set of predetermined questions instead the researcher is free to ask any question which 
could help exploring the research topic in depth. Unstructured interviews are applied in explor-
atory research and refer as well as semi-structured interviews, to the field of qualitative re-
search (Huss, 2008, Saunders et al., 2009). 
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Table 3.8: Uses of different types of interviews in each of the main research categories  
 
Source: (Saunders et al., 2009, p. 323)  
 
The selection of interview type depends on the purpose of the research and the kind of data 
which is required to answer the research question (Saunders et al., 2009). Given that the 
quantitative data analysis in chapter four reveals several interesting points, as for example that 
the presence of HR departments has no obvious positive effect on the cross-cultural assign-
ment preparation process, which require an explanation interviews seem, as already de-
scribed, to be a suitable method to explore and explain the reason for these unexpected re-
sults. One explanation for the results of the provided HR department example could be, that 
HR departments in German Mittelstand-SMEs have no strategic function and are in general 
concerned with generic operative HR activities like payroll or leave issues. In this case a struc-
tured interview would not be helpful at all to increase the understanding of the above described 
possible case, thus only unstructured and semi-structured interviews remain as methods to 
explain the outcome of the quantitative results. Since for explanatory research semi-structured 
interviews seem to be more useful to get a better understanding of the relationship between 
variables of the statistical data than unstructured interviews, this is more suitable option in 
order to answer the research question than unstructured interviews (Saunders et al., 2009). 
Although, semi-structured interviews are obviously a suitable method for this research ap-
proach there are concerns regarding data quality issues as for example due a lack of stand-
ardisation which leads to concerns about reliability and objectivity because unlike when apply-
ing questionnaires there is direct communication between the interviewer and the interviewee 
which increases the risk of interviewer and observer bias furthermore it is not possible to gen-
eralise the findings of semi-structured interviews because the sample size is too small (Gail 
and Bénichou, 2000, Saunders et al., 2009, p.326, Schnell et al., 2011, Yin, 2013). Neverthe-
less, in order to explain the quantitative results and to increase the reliability and validity of the 
research semi-structured interviews were applied as qualitative method in addition to the ques-
tionnaire, because they represent a targeted option to get a better understanding of the col-
lected quantitative data, especially with regards to the relationship between variables of the 
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statistical data and are also recommend for explanatory research (Saunders et al., 2009). The 
methodology used to lower concerns regarding data quality issues is described in detail in 
section 3.10. 
3.9.2  Planning and preparation of semi-structured interviews 
Given that the type of interview was selected in the next step the interviews have to be planned 
and prepared. The preparation of the interviews starts with the instrumentation, meaning that 
an interview protocol has to be developed next to ensure that each interviewee will be asked 
the same core questions in order to explain the outcome of the quantitative data analysis and 
to gain a deeper understanding of the cross-cultural assignment process of the surveyed Ger-
man Mittelstand-SMEs. Given, that the data collection in this research is sequential, the devel-
opment of the interview protocol is outlined in detail in section 4.1.3, after the presentation of 
the quantitative results in order to avoid here the anticipation of the results of the quantitative 
data analysis. 
Once the interview protocol was developed the semi-structured interviews had to be planned 
and prepared what started with deciding how the interviews were conducted. Saunders et al. 
(2009: 349) recommend to conduct face-to-face interviews in order to observe also non-verbal 
reactions of the interviewed persons and believe that semi-structured interviews via telephone 
are only appropriate for a few special cases where for example the access would be prohibited 
by the distance between the interviewer and the interviewee and a phone call is the only option 
to conduct the interview. Given that the general managers, as already described in section 
3.6.2, are spread all over Germany face-to-face interviews were not considered as suitable 
and therefore for practical reasons I took the decision to carry out the interviews by phone. 
In the next step potential interview participants had to be selected. Therefore criterion sampling 
was chosen as sampling strategy which is defined by Patton (2014: 243) as ‘picking all cases 
that meet some criterion’. In this research the criterion for selection were shareholding general 
managers who left their email address for further questions and fitted into the Mittelstand-SME 
definition which has been developed in section 1.2.3. Furthermore the companies of these 
general managers had to have a branch office in Asia and employ expatriates who stay at least 
one year and maximal five years in Asia. 
26 general managers fulfilled this criteria and have been asked by email on the 2nd August 
2016 (appendix E) to participate in a phone interview within the next four weeks. Out of these 
26 potential interviewees ten general managers replied and agreed to participate in the inter-
views. According to the literature explanatory interviews are very time consuming and can 
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easily take up to two hours (Saunders et al., 2009, p. 342). Inviting general managers to a two 
hours interview would have probably reduced the willingness to participate in the interviews, 
therefore the required timeframe was announced with 30 minutes up to one hour. In addition 
to the ten general managers one expert interview with a consultant who is specialised on ex-
patriations was conducted in order to challenge the explanation attempt of the qualitative anal-
ysis with a practitioner. 
3.9.3 Qualitative data collection process 
The semi-structured interviews were conducted after the analysis of the questionnaires and 
altogether ten interviews with a timeframe of 30 minutes up to one hour were conducted with 
general managers within four weeks. In addition an interview with a consultant for expatriation 
interview was taken. 
The interviewees have been called on their landline phones on the agreed telephone appoint-
ments. As recommended by Saunders et al. (2009) I have thanked the general managers at 
the beginning of the phone calls for participating in my research and explained to them the 
reason for conducting the interview without giving them any information about the results of 
the quantitative data analysis in order to minimize the risk of bias. Furthermore the participants 
have been informed that anything they said would be treated confidentially and will only be 
used anonymously in the research. They were also told that they also have the right to skip 
questions or stop the interview at any time. Finally, given that it is recommended to record the 
interviews and to transcribe them afterwards, each participant was asked if he or she allows 
the recording of the interview (Ivankova et al., 2006, Saunders et al., 2009). Although every 
interviewee allowed me to record the interview I also took hand notes as back up for the case 
that the recording would have failed. Since recording via software is from a legal side compli-
cated in Germany the interviews have been recorded with a voice recorder which is designed 
for the purpose of recording phone calls and which meets the legal requirements. The recorded 
interviews were later transcribed for analysis what allowed to fully concentrate on the interview 
and to ensure that no answer was left out in the data analysis (Cohen et al., 2007, Dunn, 2005). 
The output of this process was a set of mp3 files with over five hours of recorded interviews 
which were stored locally on my computer and not in a cloud. This prevented the data to be 
accessible to other parties. After transcribing the mp3 files have been deleted.  
3.10  Data quality issues in qualitative research  
Just like in the quantitative data collection process also in the qualitative data collection pro-
cess data quality issues which relate to reliability, bias, validity and generalisability had to be 
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regarded (Saunders et al., 2009). The aim of this section 3.10 is therefore to explain how these 
issues have been handled in this research. 
Campbell and Stanley (1966: 8) summarised eight sources of biases which might limit the 
internal validity of interviews. Based on these sources, Drucker-Godard et al. (2001: 2009) 
formulated options in order to avoid these biases presented in table 3.9 where as well are also 
the approaches of this research presented which were applied in order to avoid these biases. 
Table 3.9: Approach to minimize biases 
Biases limiting 
internal validity  
Options how to avoid these bi-
ases by Drucker-Godard, Ehlinger 
and Grenier (2001: 2009) 
Approach in this research work to 
minimize the risk of biases 
History  Reduce the time span of the study 
and look critically at the period set 
The time span between the collec-
tion of the quantitative data and the 
interviews is with less than six 
months relatively short. It is unlikely 
that companies changed their expat-
riate preparation process fundamen-
tally within this timeframe. 
Maturation Reduce the study period Since the respondents of the ques-
tionnaire filled in their personal email 
addresses it is ensured that nobody 
else of the companies was invited to 
participate in the interviews  
Testing Work with several samples with 
the same characteristics 
Because only one interview was 
conducted with each participant 
there is no risk that the participants 
have done the same test before. 
Thus their responses can not be bi-
ased by prior interviews. 
Instrumenta-
tion 
The researcher should be an ex-
pert. The number of interviewers 
should be reduced. The collection 
of data should be very formulized. 
I have got experience of profes-
sional practice in interviewing of 
managers and I have been the only 
interviewer in this process. As de-
scribed in section 3.10.2 the collec-
tion of the data was furthermore 
structured and formulized by using 
an interview guide, ensuring that the 
same questions were posed to 
every interviewee. 
Regression Correct the way that the sample is 
constituted  
The sample was not selected on the 
basis of special characteristics. 
Every participant of the survey who 
left his or her email address was 
contacted and invited to participate 
in the interview 
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Selection Accord great importance to the 
sampling procedure 
26 participants who fulfilled the re-
quirements left their email ad-
dresses and agreed to be contacted 
for further questions. Since this 
number of potential interviews was 
handlebar, no sampling was re-
quired. 
Mortality Replace the subjects if necessary 
without changing the characteris-
tics of the sample 
As with the bias ‘maturation’, applies 
here also the fact that the respond-
ents of the questionnaire filled in 
their personal email addresses and 
therefore it is ensured that nobody 
else of the companies was invited to 
participate in the interviews  
Contamination Conclude the study as quickly as 
possible or make very sure of the 
confidentiality of the procedures  
Since the participants of the study 
do not know who else has been in-
vited to participate in the research it 
is unlikely that the participants com-
municate with each other and there-
fore the interview answers are bi-
ased 
Source: developed for this research  
 
In addition to this enumeration of Drucker-Godard et al. (2001) also interviewer and interviewee 
bias have to be considered. By asking exactly the same questions as consistently as possible, 
by following the interview protocol and by taking care that responses are not interpreted the 
risk for interviewer bias can be limited. This structured approach combined with careful ques-
tions which does not compromise the general managers helped also to lower the risk of inter-
viewee bias (Grinnell and Unrau, 2010, Saunders et al., 2009).  
3.11  Qualitative data analysis 
Since the qualitative data was collected it had to be analysed next. This section 3.11 describes 
the analysis of qualitative data which has been collected via semi-structured interviews. As 
described in section 3.9.2 ten general managers have participated in the follow-up semi- struc-
tured interviews, what lays in the recommended number of four up to ten cases for a case 
study (Eisenhardt, 1989). In order to assess the answers in a better way and to provide a link 
to the quantitative data, characteristics e.g. time general manager spent in a foreign culture, 
number of employees and the information whether an HR department exists or not and the 
number of applied methods for each stage of the cross-cultural assignment process for the 
expatriates and their families are provided in table 3.10. The three cases where at least one 
cross-cultural training method was applied are marked with red numbers. 
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Table 3.10:  Cases overview 
Source: developed for this research  
 
The analysis of the quantitative data was divided up into four stages which followed the data 
collection via semi-structured interviews and the transcriptions (Saunders et al., 2009, pp. 491-
495). 
1. Summarising data  
2. Categorising data 
3. Unitising data 
4. Recognising relationships and developing categories 
3.11.1  Summarising 
In order to analyse the collected qualitative data the data of each transcribed semi-structured 
interviews was summarised. Responses which had no direct relation to the research were 
deleted and long answers have been compressed in brief statements (Saunders et al., 2009). 
3.11.2  Categories  
The aim of the second stage of the data analysis was to generate meaningful categories, which 
could on the one hand derive out of the summarised data or on the other hand might derive 
from the theoretical framework of the research (Saunders et al., 2009). In this research work 
the categories derived out of the summarised data. 
As to see in figure 3.5, which is an example of how the categories have been created, the 
answers to the question what exact role the general managers have in the cross-cultural as-
signment preparation process have been visualised in a mind map. Based on this mind map 
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two categories could be derived which are ‘responsible and involved in the whole process’ and 
‘responsible and only involved in the selection’. 
Figure 3.5: Example for a deriving of categories  
 
Source: developed for this research 
 
3.11.3  Unitising data 
The third and last step of the quantitative data analysis was the unitising of the data where the 
output of each semi-structured interview was assigned to the categories which have been de-
veloped in the prior stage what is illustrated in figure 3.6. In this stage the first relationships 
have been recognised what is explained in more detail and visualised later on in section 4.3. 
For the unitising also mind mapping was applied, which is a suitable method to visually organ-
ize information and to support the analysis process of qualitative data (Hugl, 2013). All devel-
oped mind maps are presented in appendix F. 
Figure 3.6: Unitisation of the data 
 
Source: developed for this research 
3.12  Ethical considerations 
Ethics is an important factor in research and can be defined as ‘norms or standards of behav-
iour that guide moral choices about our behaviour and our relationships with others’ (Cooper 
and Schindler, 2008, p. 34). There is consent that research has to be conducted in such a way 
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that it is morally defensible to everybody who is the subject of it and that there has to be con-
sent that the participants take part in the research (Saunders et al., 2009, p.184). This means 
that before the research process starts every human subject has to be informed about the 
research and asked if he or she agrees to be a part of this research. This research follows the 
deontological view and refrains therefore from anything what could be described as unethical. 
In this research context unethical behaviour would be for example, to convince the general 
managers to join the research by using lies and deception (Saunders et al., 2009, Hair et al., 
2009). This is not the case because every general manager has been informed about the 
research purpose and has been asked to participate in the research. Furthermore the partici-
pants have been informed that they can stop the questionnaire and also the semi-structured 
interviews at any point and that their data will be kept confidentially confidential and will only 
be used for research purposes. The general managers have also been asked if they are willing 
to answer more questions via a semi-structured phone interview and if they allowed the inter-
view to be recorded. All collected data, the names of the participants and their companies are 
also kept confidential and will not be published. 
But ethics does not only refer to the way a researcher treats his research objects, but also how 
the researcher behaves during the research and later on. Scientists enjoy a high reputation, 
however, from time to time it is reported, that manipulated reports are published in prestigious 
journals (Fanelli, 2009). This scientific fraud is not restricted to scientists who work as academ-
ics as for example several German politicians have lost their doctoral degrees because of 
plagiarism (Stern, 2013).Therefore I conduct this research to the best of my knowledge, belief 
and by keeping with the guidelines of the ethics policy of the University of Surrey in order to 
follow on the one hand the deontological view and to avoid on the other hand any conse-
quences which I could face by unethical behaviour.  
Saunders et al., (2009: 185-186) summarised general ethical issues which might arise during 
a research process, which are presented in table 3.11 together with the approaches in this 
research in order to avoid complications or problems in connection with these ethical issues. 
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Table 3.11:  General ethical issues and approach of this research work to handle  
these issues 
General ethical issues Approach in this research 
Privacy of possible and actual 
participants 
Names of the participants and the companies they are 
working for do not appear in the research work. There-
fore their privacy is fully protected 
Voluntary nature of participation 
and the right to withdraw partially 
or completely from the process 
The participants have been invited via email to partici-
pate in the online questionnaire. They had the possibility 
to ignore the invitation email, to unsubscribe from the 
email list with a simple click on a link or to reply that they 
are not willing to participate. In the last two cases the 
email addresses have been excluded from the sample 
and have therefore not received any reminder emails. 
Only participants of the online questionnaire, who 
agreed to be contacted for further questions and left 
therefore their email addresses, have been invited to 
participate in the semi-structured interviews. The partici-
pants have been informed that they can withdraw from 
the process at any point without giving a reason. 
Consent and possible deception 
of participants 
The participants have been informed in the invitation 
email and at the beginning of the online questionnaire 
about the research and before participating in the re-
search they had the possibility to ask questions about 
the research work and its purpose.  
Maintenance of the confidential-
ity of data provided by individuals 
or identifiable participants and 
their anonymity 
The data has been kept confidential. No names of partic-
ipants have been published. The data file with partici-
pants who were willing to answer further questions has 
only been shared with my supervisor. The data has been 
sent via the university email server to my supervisors 
and it is stored on an external hard drive. 
Reactions of participants to the 
way in which the data is col-
lected, including embarrassment, 
stress, discomfort, pain and 
harm 
The questionnaire and the interview guide have been 
carefully designed in order to avoid critical points as for 
example the causing of stress or embarrassing of the 
participants 
Effects on participants of the way 
in which the data is analysed 
and reported, in particular the 
avoidance of embarrassment, 
stress, discomfort, pain and 
harm 
The data is analysed and reported in a way that no con-
clusions can be drawn who participated in the research 
by avoiding publishing names or company names.  
Behaviour and objectivity of the 
researcher  
I have followed the guidelines of the ethics policy of the 
University of Surrey in the whole research process 
Source: Saunders et al., 2009, pp. 185-186 
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3.13 Summary 
The purpose of chapter three is to explain the research design and the research approach. For 
this research a mixed-methods sequential explanatory design was chosen because it is a com-
prehensive strategy to conduct research which provides more evidence for studying a research 
problem and increases the validity of the research results by offsetting the weaknesses of a 
pure quantitative or pure qualitative research approach. This chapter also covers the reasoning 
for choosing Asia as research region and explains in detail the determination of the research 
population and the determination of the email addresses of the general managers and compa-
nies which are required to conduct the quantitative data collection in the following chapter. 
Furthermore this chapter covers the reasoning for applying online questionnaires and semi-
structured interviews as methods in this research and explained in detail how ethical issues 
have been handled in this thesis.
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Chapter 4: Quantitative and qualitative data analysis results 
The previous chapter three describes the research methodology of this work and furthermore 
the procedure which has been applied to determine the research focus in terms of the region. 
Furthermore it described the applied data collection methods, the approaches to analyse the 
data and explained how ethical issues have been treated in this thesis. 
The aim of chapter four is to describe the results of the quantitative and qualitative data anal-
ysis. The chapter begins with section 4.1 where the results of the quantitative analysis are 
presented. The results of the quantitative data analysis which is divided up into three parts is 
divided up into three parts and starts with the data description in section 4.1.1 which is followed 
by the testing of the hypotheses in section 4.1.2 and ends with the discussion of the results in 
section and the development of the interview protocol, which is based on the quantitative re-
sults in section 4.1.3. This section is followed by the results of the ten semi-structured inter-
views in section 4.2 and the recognition of relationships in section 4.3. The chapter closes with 
the discussion of the qualitative results in section 4.4 
4.1  Quantitative data analysis results 
4.1.1  Data description  
The quantitative data set was gathered with the in section 3.6.2 described online questionnaire 
and consists of 121 German Mittelstand-SMEs with a branch office in Asia. Figure 4.1 shows 
up, that from the 121 usable replies, where the company fits into the definition of a German 
Mittelstand-SME, 100 (82.6%) came from the top management of the companies and 21 re-
plies (17.4%) from respondents with other functions within these organisations. 
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Figure 4.1: Responses to question 1: What is your role within your organization? 
 
Source: survey results 
 
Figure 4.2 illustrates that with 71 out of 121 the majority of the top management of the partici-
pating of the companies has spent more than three months in a foreign culture and 42 out of 
these 71 have even spent more than 12 months in a foreign culture. In eight cases it was 
unknown how much time the top management has spent in another culture.  
Figure 4.2:  Responses to question 2: Question: How much time did the general  
manager spent in a foreign culture? 
  
Source: survey results 
 
Figure 4.3 illustrates how many employees are working in the respondents' organisations. With 
105 companies, 86.8% of the respondents’ companies had 50 up to 499 employees and with 
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52 out of 121 companies 43% of the respondents companies had between 250 and 499 em-
ployees. 
Figure 4.3:  Responses to question 6: Currently how many employees (heads) do you have on the 
payroll in your organisation? 
 
Source: survey results 
 
As presented in Figure 4.4, with 96 (79.3%) out of the 121 organisations the majority of the 
surveyed companies has an HR department and 25 (20.7%) have indicated that they have 
none. 
Figure 4.4: Responses to question 8: Does your organisation have an HR department? 
 
Source: survey results 
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Figure 4.5 illustrates, that with 112 (94.1%) out of 119 companies in the vast majority of com-
panies the top management is responsible whether expatriates are prepared for their assign-
ments or not. In seven (5.9%) of the companies someone else is responsible and two respond-
ents have skipped the question. 
Figure 4.5:  Responses to question 9: Who is responsible within your company whether expatriates 
are prepared for their assignments or not? 
 
Source: survey results 
 
Figure 4.6 shows up, that 26 (23%) of the respondents declared that within their organisation 
expatriates do not get paid off work for preparation and training. The majority of 60 (53.1%) 
respondents replied, that expatriates get up to seven days paid off work and 21(18.6%) replied 
that in their organisations expatriates get between eight and up to 30 days paid off work for the 
preparation of the expatriate assignment. A minority of five (4.4%) respondents replied that 
their expatriates receive 31 up to 60 days paid off work and in one organisation (0.9%) the 
expatriates receive more than 60 days paid off for training and preparation.  
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Figure 4.6:  Responses to question 19: How many working days is the expatriate off work (paid) for 
preparation and training? 
 
Source: survey results 
 
Table 4.1 summarises the answers for the questions 10, 13, 16, 20 and 23 and presents the 
number of measures the surveyed companies apply for the preparation of their expatriates, 
divided up in the five stages of the cross-cultural assignment preparation process selection, 
preparation, training, support and repatriation, and the average of measures per company. 
 
Table 4.1:  Number of applied measures for each stage of the cross-cultural  
assignment preparation process 
 
Source: survey results 
 
Selection: companies apply by average 5.68 measures for the selection of their expatriates. 
Two companies (1.7%) apply no methods for the selection of expatriates and three companies 
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(2.5%) apply more than ten methods for the selection. As figure 4.7 illustrates qualifications 
and experience (applied by 64.5%), language ability (applied by 62.8%) and the assessment 
of performance (applied by 59.5%) are the most popular methods for the selection of expatri-
ates while group exercises (applied by 1.7%) and the intercultural readiness check (applied by 
1.7%) are hardly relevant at all. Tests such as personality questionnaires (applied by 12.4%), 
ability tests (applied by 9.1%) or intercultural competence assessments (applied by 5.8%) are 
only applied by a minority of companies. 
Figure 4.7: Selection methods for expatriates 
  
Source: survey results 
Table 4.2 presents the reasons why the surveyed companies do not invest more resources in 
the selection process. The majority of companies (57.9%) believe that the current selection 
process is sufficient. Only 5% of respondents indicated that a lack of financial resources pro-
hibits further investments in the selection process. 
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Table 4.2:  What prevents the company from investing more resources in  
the selection process? 
 Count % 
Selection processes are not effective 15 12.4% 
The lack of time prohibits a selection process 17 14.0% 
The assignment is relatively short (at least one year) it does not war-
rant budget expenditures on selection 
8 6.6% 
There is no need for such measures 39 32.2% 
The company has no financial resources to invest in selection 
measures 
6 5.0% 
The selection process is sufficient 70 57.9% 
Source: survey results 
 
Preparation 
As to see in figure 4.8, companies apply by average 2.5 preparation measures for their expat-
riates, whereby a minority of 6.6% does not prepare their expatriates and the majority of com-
panies (in total 68.6%) apply up to three methods. A majority of 71.1% of the companies pro-
vide detailed information about the compensation package and offer pre visits for the expatri-
ates (applied by 66.1%) to the host countries but only 4.1% provide information about expatri-
ate clubs and 3.3% of the companies cover the costs for these expatriate clubs. 
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Figure 4.8: Preparation methods for expatriates 
 
Source: survey results 
 
Just as with the reasons why companies do not invest more resources in the selection, also 
majority of companies (52.9%) believe that the preparation process is sufficient and further-
more 36.4% of the companies believe that the expatriates are responsible for their preparation. 
Table 4.3:  What prevents the company from investing more resources in the  
preparation process? 
 Count % 
The employee is responsible for his/her preparation 44 36.4% 
Preparation measures have no effect 5 4.1% 
The lack of time between selection and relocation does not allow 
any preparation measures 
6 5.0% 
The assignment is relatively short (at least one year) it does not 
warrant budget expenditures on preparation 
9 7.4% 
The company has no financial resources to invest in preparation 
measures 
7 5.8% 
The preparation process is sufficient 64 52.9% 
Source: survey results 
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Training 
Training has with an average of 2.12 applied measures the lowest score within the preparation 
process. 13.2% do not train their expatriates at all while 27.3% apply one and 26.4% apply two 
methods of training. Only 8.3% of the companies apply more than four methods. 
Figure 4.9 illustrates that language training (applied by 57%), discussions with former expatri-
ates (applied by 47.1%) and field experience in the target country (applied by 44.6%) are the 
most popular methods within the area of training methods while methods which are designed 
to learn more about or overcome cultural differences are applied significantly seldom. Among 
these methods contrast culture training is the most often applied method (15.7%) followed by 
sensitivity training which is applied by 9.1% of the respondents. These results confirm the 
findings of the ‘Institut für Interkulturelles Management’ (Institute for Intercultural Management, 
2001) that only a small minority of German expatriates receive any form of cross-cultural train-
ing prior to their assignment. 
Figure 4.9: Training methods for expatriates 
 
Source: survey results 
 
Just as with the reasons why companies do not invest more resources in the selection and 
preparation of expatriates, the main reason for not investing more resources in training of ex-
patriates is the belief that the current training process is sufficient (47.9%), followed by the 
believe that there is no need for training (26.4%). 
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Table 4.4:  What prevents the company from investing more resources in training for  
the expatriates? 
 Count % 
Cross-cultural training programs are not effective 9 7.4% 
Former expatriates have been dissatisfied with cross-cultural train-
ing measures 
3 2.5% 
The lack of time between selection and relocation prohibits in-depth 
cross-cultural training 
17 14.0% 
The overseas assignment is relatively short (at least one year) it 
does not warrant budget expenditures on training 
9 7.4% 
There is no need for training 32 26.4% 
The company has not the financial resources to invest in cross-cul-
tural assignment preparation 
11 9.1% 
Former expatriates did not want to participate in cross-cultural train-
ing 
5 4.1% 
The training process is sufficient 58 47.9% 
Source: survey results 
 
Support during the stay 
Companies apply by average 4.31 measures to support their expatriates in the host country. 
With 4.1% only a small minority of companies does not apply any methods to support their 
expatriates whereas 15.7% of companies apply more than eight measures for the expatriate 
support during their assignment. As to see in figure 4.10, among the most popular methods 
are a contact in the German headquarter (applied by 72.7%), a formal and regular exchange 
with the head office and a local contact in the host country which are both applied by 63.6% of 
the companies. Cross-cultural training during the stay is only applied by 17.4% of the compa-
nies. 
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Figure 4.10: Support methods for expatriates 
 
Source: survey results 
 
The main reason for not investing more resources is with 72.7% once again the belief that the 
current support process is sufficient followed by the believe a support during the stay is not 
necessary (13.2%) and a small minority of 6.6% indicated that the companies do not have the 
financial resources to provide more support. 
Table 4.5:  What prevents the company from investing more resources in  
the support of the expatriates? 
 Count % 
Support during the stay is not necessary 16 13.2% 
Former expatriates were not engaged in support measures 3 2.5% 
The company has no financial resources to provide sup-
port during the stay 
8 6.6% 
The support process is sufficient 88 72.7% 
Source: survey results 
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Repatriation  
Over all the companies apply by average 2.52 measures for repatriation of their expatriates. 
12.4% do not apply any repatriation methods for their returning expatriates. The vast majority 
of 74.4% applies at least two methods from which 7.5% apply more than six methods. The 
most frequent applied methods are the assumption of costs for the shipment of personal goods 
(applied by 65.3%) and paid pre visits to the home country to organize the returning (applied 
by 50.4%) while provision of repatriate counselling (applied by 9.1%), the establishment of an 
repatriate directory (applied by 5.8%) and return incentive payments (applied by 2.5%) are only 
applied by the majority of companies. 
Figure 4.11: Repatriation methods for expatriates 
   
Source: survey results 
 
In terms of reasons why companies do not invest more resources for the repatriation of their 
expatriates, it shows a similar picture as for the other stages of the cross-cultural assignment 
preparation process. The vast majority of 60.3% believes that the process is sufficient while 
19.8% believe that there is no need for such measures and with 6.6% lack of financial re-
sources is given as reason only by a minority of companies. 
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Table 4.6:  What prevents the company from investing more resources in the  
repatriation of expatriates? 
 Count % 
Repatriation programs are not effective 7 5.8% 
There is no need for such measures 24 19.8% 
The assignment is relatively short (at least one year) it does 
not warrant budget expenditures on repatriation 
4 3.3% 
The company has no financial resources to invest in such 
measures 
8 6.6% 
The repatriation process is sufficient 73 60.3% 
Source: survey results 
 
Family involvement in the cross-cultural assignment preparation process. 
The summary of measures the surveyed companies apply for the preparation of their expatri-
ate’s families, divided up in the five stages selection, preparation, training, support and repat-
riation is presented in table 4.7 and shows up, that families are far less involved. 
Table 4.7:  Number of applied measures for each stage of the cross-cultural  
assignment preparation process for families 
 
Source: survey results 
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Although table 4.7 suggests that more than 50% of companies do not involve the expatriates 
in the cross-cultural assignment preparation process figure 4.12 illustrates that this is not cor-
rect. With 31.4% only less than one third of the companies do not involve the families of ex-
patriates in the preparation. However, figure 4.12 also shows that with 19% only a minority of 
companies involve the families in the whole preparation process with at least one applied 
method in every stage.  
Figure 4.12:  Overall involvement of families in the cross-cultural assignment  
preparation process 
 
Source: survey results 
 
Selection 
57.9% of the companies do not apply any method for the selection or testing of the suitability 
of the expatriates families. 23.1% apply one selection method and only 19% of the companies 
apply more than one method for the selection of the families. The most popular selection 
method or criteria is the age and family situation which is taken into account by 32.2% of the 
companies, followed by a trial period in the foreign culture which is applied by 9.1%. Figure 
4.13 shows further that suitability tests play virtually no role for the selection of the families. 
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Figure 4.13: Selection methods for expatriate families 
 
Source: survey results 
 
Preparation 
Companies provide by average one measure for the preparation of the expatriate’s families 
and with 57% the majority companies does not apply any preparation measures. 36.3 % of the 
companies apply between one and three measures and 6.7% apply more than three measures 
for the preparation of the expatriate’s families. The most applied measures are with 31.4% pre 
visits to the host country, followed by information giving about the host country and its culture 
(23.1%). 
Figure 4.14: Preparation methods for expatriate families 
 
Source: survey results 
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Training 
The most often applied training methods for families have the same sequence as the methods 
for the expatriates which are language training (applied by 24.8%), followed by discussions 
with former expatriates and their families (applied by 16.5%) and the field experience in the 
target country (applied by 9.9%). And also just as with the expatriates, methods which are 
designed to learn more about or overcome cultural differences are significantly less often ap-
plied and among these methods contrast culture training is the most often applied method 
(5%). 
Figure 4.15: Training methods for expatriate families 
 
Source: survey results 
 
Support during the stay 
In contrast to the average number of support measures expatriates receive, the expatriate’s 
families receive by average only 1.24 support measures during the assignments. However, 
with 52.9% the majority of companies do not support the families during the stay but 8.3% of 
the companies apply more than five support measures for the expatriate’s families. Language 
training is just like for the expatriates the most widely used method (applied by 29.8%) but only 
11.6% of companies provide cross-cultural training for the families during the stay. 
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Figure 4.16: Support methods for expatriate families 
 
Source: survey results 
 
Repatriation 
Companies apply by average 0.96 for the repatriation of the expatriate’s families and as for the 
support during the stay 52.9% of the companies do not apply any measures while 35.6% apply 
one to two measures and 11.5% apply more than two measures. The most offered repatriation 
method for the families is the paid shipment of personal goods (applied by 36.4%) followed by 
paid pre visits to the home countries (applied by 30.6%) all other measures are offered by less 
than 10% of the companies. 
Figure 4.17: Repatriate methods for expatriate families 
 
Source: survey results 
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4.1.2  Hypotheses testing 
As described at the beginning of chapter four the data analysis is divided up into two stages 
and in the following section 4.1.2 the hypotheses are tested. 
Hypothesis 1: In German Mittelstand-SMEs the general managers are in charge of all expat-
riate preparation activities. 
The hypothesis can be confirmed 
Regarding who is responsible for the final decision within the organisation if expatriates receive 
preparation or not, table 4.8 shows that 92.6% (n = 121) of the respondents have stated that, 
the general managers are responsible for the decision. This results are contrary to expecta-
tions of an equal distribution of 50% (n = 59.5) which equals the null hypotheses. The Chi-
square test points out that on the basis of empirically determined frequency distribution, the 
null hypothesis of an equal distribution can be rejected with p <0.0005. The empirically deter-
mined distribution with 92.6% where the general managers are responsible is statistically sig-
nificant; therefore hypothesis one can be confirmed.  
Table 4.8:  Who is responsible within your company whether expatriates are  
prepared for their assignments or not? 
 Frequency Per cent Valid Per cent Test Statistics 
Valid 
General manager 112 92,6 94,1 Chi-Square 92,647a 
HR department 7 5,8 5,9 Df 1 
Total 119 98,3 100,0 Asymp. Sig. ,000 
Missing System 2 1,7   
Total 121 100,0  
a. 0 cells (0,0%) have expected frequencies less than 5. The minimum expected cell frequency is 59,5. 
Source: data analysis  
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Hypothesis 2: German Mittelstand-SMEs with general managers who spent more than 
12 months in a foreign culture provide generally more cross-cultural assignment preparation 
for their expatriates than companies with general managers who have spent less than 12 
months in a foreign culture. 
The hypothesis can only be partly confirmed for two out of 62 methods of the cross-cultural 
assignment preparation process 
There were no significant associations between the time general managers spent in a foreign 
culture and the use of specific cross-cultural assignment preparation methods, with the excep-
tion of a trial period on the job (x² = 7.73, crv = .262, p = .021) and the evaluation of qualifica-
tions and experience (x² = 8.764, crv = .278, p = .013) as selection methods for expatriates. 
Both methods are more likely applied by Mittelstand-SMEs where the general manager has 
spent more than 12 months in a foreign culture. Another significant finding is that companies 
which general managers have spent between 3 to 12 months in a foreign culture are more 
likely to use repatriates as trainers for future expatriates (x² = 6.382, crv = .238, p = .041), than 
general managers who spent less than 3 or more than 12 months in a foreign culture. There 
was also no significant association between the time general managers spent in a foreign cul-
ture and the application of at least one cross-cultural training method (x² = 2.557, crv = .150, 
p = .278). In this research cross-cultural training method is an umbrella term for contrast culture 
training, culture assimilator, cross-cultural analysis, cross-cultural dialogues, immersion train-
ing, sensitivity training, cultural-awareness training and critical incidents. Therefore hypothesis 
two can only be partly confirmed for two out of 62 prompted methods of the cross-cultural 
assignment preparation for expatriates which are both part of the selection stage. 
Hypothesis 3: German Mittelstand-SMEs with general managers who spent more than 
12 months in a foreign culture provide generally more cross-cultural assignment preparation 
for their expatriates’ families than companies with general managers who have spent less than 
12 months in a foreign culture. 
The hypothesis can only be partly confirmed for one out of 50 methods of the cross-cultural 
assignment preparation process 
There were no significant associations between the time general managers spent in a foreign 
culture and the use of specific cross-cultural assignment preparation methods for families of 
expatriates, with the exception of the evaluation of foreign experience (x² = 7.01, crv = .249, p 
= .03) which is more likely taken into account in companies with general managers who spent 
more than 12 months in a foreign culture. Another finding is, that pre visits to the host country 
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(x² = 6.648, crv = .243, p = .036) are less likely offered by companies with general managers 
who spent less than three months in a foreign culture than by companies with general manag-
ers who spent more than 12 months in a foreign culture. There was also no significant associ-
ation between the time general managers spent in a foreign culture and the application of at 
least one cross-cultural training method for families of expatriates (x² = 2.955, crv = .162, p = 
.228).  
There was no significant association between the time general managers spent in a foreign 
culture and the use of at least one method out of the five stages of the cross-cultural assign-
ment preparation process for families of expatriates (x² = .715, crv = .08, p = .398) but there 
was a significant association between the time general managers spent in a foreign culture 
and use of at least one method in each stage out of the five stages of the cross-cultural as-
signment preparation process for families of expatriates (x² =4.407, crv = .197, p = .036). Gen-
eral managers who spent more than 12 months in a foreign culture tend therefore more likely 
to involve the families of expatriates in the whole preparation process compared to general 
managers who spent less than 12 months in a foreign culture. 
Just as with hypothesis two, hypothesis three can only be partially confirmed for one out of 50 
prompted methods of the cross-cultural assignment preparation process for expatriate’s fami-
lies. Nevertheless in terms of the overall family involvement hypothesis three can be confirmed 
because families of expatriates are more likely to be involved in all five stages of the process 
when the general manager has spent more than 12 months in a foreign culture.  
Hypothesis 4: German Mittelstand-SMEs with general managers who spent more than 
12 months in a foreign culture offer more paid days off for preparation and training of expatri-
ates, than German Mittelstand-SMEs with general managers who spent less than 12 months 
in a foreign culture. 
The hypothesis can not be confirmed 
As presented in table 4.9, there was no significant association between the time general man-
agers spent in a foreign culture and the amount of paid days off for preparation and training of 
expatriates (x² = 4.310, crv = .201, p = .116). Therefore hypothesis four is rejected.  
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Table 4.9: Predictors and paid days of for preparation 
  paid days off (depending variable) 
Predictor X² crv p 
       
Time general manager spent in foreign culture ( < 12 or ≥ 12 months) 4.310 0.201 0.116 
        
Size of the company (1 - 249 or 250 - 499 employees) 0.356 0.056 0.551 
        
Presence of HR department ( yes or no) 0.462 0.064 0.497 
Source: developed for this research 
Hypothesis 5: In companies with 250 up to 499 employees expatriates receive more cross-
cultural assignment preparation than expatriates in companies with less than 250 employees. 
The hypothesis can only be partly confirmed for one out of 62 methods of the cross-cultural 
assignment preparation process 
There were significances between the size of the companies and use of specific cross-cultural 
assignment preparation methods but contrary to expectations, aptitude/ability tests (x² = 5.669, 
crv = .216, p = .017), personality questionnaires (x² = 6.139, crv = .225, p = .013) and work 
sample tests (x² = 5.317, crv = .21, p = .0.021) are more likely applied as selection methods 
for expatriates in companies with less than 250 employees than in companies with 250 up to 
499 employees. Furthermore repatriates receive in companies with less than 250 employees 
more likely a mentor in the German headquarter (x² = 4.42, crv = .191, p = .036) than expatri-
ates in companies with 250 up to 499 employees. Unstructured interviews (x² = 5.91, crv = 
.221, p = .015) are the only methods which are more likely applied as selection methods for 
expatriates in companies with 250 up to 499 employees expatriates than in companies with 
less than 250 employees. There was also no significant association between the size of the 
companies and the application of at least one cross-cultural training method (x² = .025, crv = 
.014, p = .516). Therefore hypothesis five can only be partly confirmed for one out of 62 
prompted methods of the cross-cultural assignment preparation process for expatriates. 
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Hypothesis 6: In companies with 250 up to 499 employees families of expatriates receive 
more cross-cultural assignment preparation than families of expatriates in companies with less 
than 250 employees. 
The hypothesis can not be confirmed 
There was no significant association between the size of the companies and the use of specific 
cross-cultural assignment preparation methods for families of expatriates, with the exception 
of a structured interviews (x² = 4.028, crv = .262, p = .021) which are more likely applied as 
selection methods for families of expatriates in companies with less than 250 employees than 
in companies with 250 up to 499 employees. There were also no significant associations be-
tween the size of the organisation and the application of at least one cross-cultural training 
method for families of expatriates (x² = .000, crv = .001, p = . 992). In terms of the overall 
involvement of the families there was also no significant association between the size of the 
companies and use of at least one method out of the five stages of the cross-cultural assign-
ment preparation process for families of expatriates (x² = .436, crv = .060, p = .509) or the use 
of at least one method in each stage out of the five stages of the cross-cultural assignment 
preparation process for families of expatriates (x² = .778, crv = .080, p = .378). Therefore hy-
pothesis six can be rejected. 
Hypothesis 7: Companies with 250 up to 499 offer more paid days off for the preparation and 
training of expatriates, than German Mittelstand-SMEs with less than 250 employees. 
The hypothesis can not be confirmed 
As presented in table 4.9, there was no significant association between the size of the compa-
nies and the amount of paid days off for preparation and training of expatriates (x² = 0.356, crv 
= .056, p = .551). Therefore hypothesis seven is rejected. 
Hypothesis 8: The lack of financial resources is for German Mittelstand-SMEs with up to 249 
employees more likely a prime reason for not investing more resources in cross-cultural as-
signment preparation than for companies with 250 up to 499 employees. 
The hypothesis can be partly confirmed for one out of five stages of the cross-cultural assign-
ment preparation process. 
There were significances between the size of the companies and the reasons why companies 
do not invest more resources in the preparation of expatriates. However, the lack of financial 
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resources is only more likely for the stage of training (x² = 5.669, crv = .216, p = .017), a reason 
for companies with up to 249 employees for not investing more resources in the preparation 
process. Further findings were that the belief that the assignment is too short to warrant budget 
expenditures on preparation (x² = 4.028, crv = .182, p = .045) and training (x² = 4.028, 
crv = .182, p = .045) is more likely a reason for companies with less than 250 employees than 
for companies with 250 up to 499 employees for not investing more resources in the prepara-
tion process. The belief that the selection process is sufficient (x² = 4.843, crv = .200, p = .028) 
is more likely a reason for smaller companies not investing more resources in selection. The 
belief that the training process is sufficient is more likely a reason for larger companies with 
250 up to 499 employees for not investing more resources in training (x² = 4.986, crv = .203, 
p = .026) than for smaller companies. Hypothesis eight can only be partly confirmed for one 
out of five stages of the cross-cultural assignment preparation process where the lack of finan-
cial resources is more likely a reason for companies with less than 250 employees than for 
larger organisations with 250 up to 499 employees. 
Hypothesis 9: Expatriates receive more cross-cultural assignment preparation in German Mit-
telstand-SMEs with HR department than expatriates in German Mittelstand-SMEs without 
HR department. 
The hypothesis can not be confirmed 
There were significances between the presence of HR departments and the use of specific 
cross-cultural assignment preparation methods but similar to hypothesis five contrary to ex-
pectations. Drug tests/medical checks (x² = 5.036, crv = .204, p = .025), aptitude/ability tests 
(x² = 4.537, crv = .194, p = .033) and assessment centres (x² = 4.924, crv = .202, p = .0.026) 
are more likely applied as selection methods in companies without HR department than in 
companies with HR department. Also providing of information on leisure activities (x² = 7.064, 
crv = .242, p = .008), and language training during the stay (x² = 4.785, crv = .199, p = .029), 
are more likely offered as support methods during the stay by companies without HR depart-
ment. Finally, provision of repatriation counselling to ease adjustment of repatriates (x² = 8.475, 
crv = .265, p = .004), is more likely applied as repatriation method in companies without HR de-
partment than in companies with HR department. Furthermore there was an unexpected sig-
nificant association between the presence of HR departments and the application of at least 
one cross-cultural training method (x² = 3.943, crv = .181, p = .047) where companies without 
HR department apply more likely at least one cross-cultural training method compared to com-
panies with an HR department. Because out of the 62 prompted methods not one single 
method is more likely applied by companies with an HR department the hypothesis is rejected.  
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Hypothesis 10: Families of expatriates receive more cross-cultural assignment preparation in 
companies with HR department than families of expatriates in companies without HR depart-
ment. 
The hypothesis can not be confirmed 
There were significances between the presence of HR departments and use of specific cross-
cultural assignment preparation methods for families of expatriates which show the same ten-
dency as the results of hypothesis nine. Criminal background checks (x² = 3.872, crv = .179, 
p = .049) and aptitude/ability tests (x² = 3.872, crv = .179, p = .049) are more likely applied as 
selection methods for the families of expatriates in companies without HR department than in 
companies with HR department. Immersion (x² = 7.809, crv = .254, p = .005), is further more 
likely applied as training method in companies without HR department than in companies with 
HR department and return incentive payments (x² = 3.872, crv = .179, p = .049) are more likely 
granted as repatriate method in companies without HR department than in companies with HR 
department. There were also no significant associations between the presence of HR depart-
ments and the application of at least one cross-cultural training method for families of expatri-
ates (x² = .604, crv = .071, p = .437). Finally there was also no significant association between 
the presence of an HR department and the use of at least one method out of the five stages 
of the cross-cultural assignment preparation process for families of expatriates (x² =1.903, crv 
= .125, p = .168) or the use of at least one method in each stage out of the five stages of the 
cross-cultural assignment preparation process for families of expatriates (x² = .020, crv = .013, 
p = .887). Because out of the prompted 50 cross-cultural assignment preparation methods for 
families not one single method is more likely applied by companies with an HR department the 
hypothesis is rejected.  
Hypothesis 11: Companies with HR department provide more paid days off for preparation 
and training for expatriates than companies without HR department. 
The hypothesis can not be confirmed 
As presented in table 4.9, there were no significant associations between the presence of HR 
departments and the amount of paid days off for preparation and training of expatriates (x² = 
0.462, crv = .064, p = .497). Therefore hypothesis 11 is rejected.  
In this section the eleven hypotheses were tested on the basis of the quantitative data which 
has been collected with the online questionnaire. In order to evaluate the relationships between 
the three predictors: period of time the general manager spent in a foreign culture, the size of 
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the company and presence of an HR department and the variables of the cross-cultural as-
signment preparation process the statistical methods pearson chi-square, Cramer’s V, ad-
justed standardized residuals and the chi-square goodness-of-fit test have been applied. The 
results are summarised in table 4.10 which illustrates that only one hypothesis could be fully 
confirmed. 
Table 4.10: Results of hypotheses tests 
 Hypotheses Results 
H1 In German Mittelstand-SMEs the general manag-
ers are in charge of all expatriate preparation ac-
tivities. 
 
confirmed 
 
H2 German Mittelstand-SMEs with general manag-
ers who spent more than 12 months in a foreign 
culture provide generally more cross-cultural as-
signment preparation for their expatriates than 
companies with general managers who have 
spent less than 12 months in a foreign culture.  
partly confirmed  
only for the trial period on the 
job and the evaluation of qual-
ifications and experience as 
selection methods for expatri-
ates 
H3 German Mittelstand-SMEs with general manag-
ers who spent more than 12 months in a foreign 
culture provide generally more cross-cultural as-
signment preparation for their expatriates’ fami-
lies than companies with general managers who 
have spent less than 12 months in a foreign cul-
ture.  
partly confirmed for use of 
method 
only for evaluation of foreign 
experience as selection 
method for expatriates’ fami-
lies 
 
confirmed for overall involve-
ment of the families 
H4 German Mittelstand-SMEs with general manag-
ers who spent more than 12 months in a foreign 
culture offer more paid days off for preparation 
and training of expatriates, than German Mittel-
stand-SMEs with general managers who spent 
less than 12 months in a foreign culture.  
not confirmed 
H5 In companies with 250 up to 499 employees ex-
patriates receive more cross-cultural assignment 
preparation than expatriates in companies with 
less than 250 employees.  
partly confirmed  
only for unstructured inter-
views as selection methods 
for expatriates. 
H6 In companies with 250 up to 499 employees fam-
ilies of expatriates receive more cross-cultural 
assignment preparation than families of expatri-
ates in companies with less than 250 employees.  
not confirmed 
H7 Companies with 250 up to 499 offer more paid 
days off for the preparation and training of expat-
riates, than German Mittelstand-SMEs with less 
than 250 employees.  
not confirmed 
H8 The lack of financial resources is for German Mit-
telstand-SMEs with up to 249 employees more 
partly confirmed  
only for the stage of training 
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likely a prime reason for not investing more re-
sources in cross-cultural assignment preparation 
than for companies with 250 up to 499 employ-
ees. The hypothesis can be partly confirmed for 
one out of five stages of the cross-cultural as-
signment preparation process. 
H9 Expatriates receive more cross-cultural assign-
ment preparation in German Mittelstand-SMEs 
with HR department than expatriates in German 
Mittelstand-SMEs without HR department. 
not confirmed 
H10 Families of expatriates receive more cross-cul-
tural assignment preparation in companies with 
HR department than families of expatriates in 
companies without HR department. 
not confirmed 
H11 Companies with HR department provide more 
paid days off for preparation and training for ex-
patriates than companies without HR depart-
ment. 
not confirmed 
Source: developed for this research 
4.1.3  Discussion of the quantitative results 
In the previous section the collected quantitative data was presented, analysed and the eleven 
hypotheses were tested. The result of the questionnaire shows that with 94.1% in the majority 
of German Mittelstand-SMEs the general managers are responsible for the cross-cultural as-
signment preparation process, although 79.3% of the companies have an HR department. This 
finding is consistent with the literature and was therefore not surprising. 
In terms of the cross-cultural assignment preparation process companies apply with an aver-
age of about five methods the highest number of methods in the selection stage. However, 
these applied methods are mostly methods which do not cost financial resources such as for 
example the evaluation of qualifications and experience, evaluation of the language ability, the 
assessment of performance within the company and a general evaluation of the curriculum 
vitae. Selection methods which require more likely financial resources and external support as 
for example assessment centres, ability tests or intercultural assessment tests are only applied 
by a small minority of companies. This is also the case for the four other stages of the cross-
cultural assignment preparation process, where only a minority of companies apply methods 
where they are more likely to need external support or have to invest more resources. In con-
clusion one can say that although the necessity for cross-cultural assignment preparation was 
accentuated in many studies, the current preparation process in German Mittelstands-SMEs 
appears to be improvable (Oddou, 1991, Osman-Gani and Rockstuhl, 2009, Ezzedeen and 
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Rao, 2000, Selmera and Lauringa, 2011, Tarique and Caligiuri, 2004, Tung, 1998, Wang and 
Tran, 2012). This is, in particular, the case in the stage of training where by average only about 
two methods are applied by companies and 13.2% of the companies offer no training at all. 
Although it is recommended to use a combination of methods or a kind of triangulation to 
strengthen the positive training effect (Fowler and Blohm, 2004) just a minority of 33.1% ap-
plies more than two training methods. The reasoning why companies do not invest more re-
sources in the process is according to the survey results very clear. The results indicate that 
the majority of organisations are satisfied with the current cross-cultural assignment prepara-
tion process (range from 47.9% up to 72.7% depending on the stage of the cross-cultural as-
signment preparation process) and see therefore no need for further investments in the pro-
cess. The lack of financial resources is, contrary to expectation, only for a small minority a rea-
son for not investing more resources (ranges from 5.8% up to 9.1% depending on the stage of 
the cross-cultural assignment preparation process). Even though there is pretty much consen-
sus in the literature that the preparation of the families is as important as the preparation of the 
expatriates, the results of the survey indicate, that in German Mittelstand-SMEs with branch 
offices in Asia, the majority of the families are not fully involved in the preparation process. In 
particular 66.1% of families receive no form of training and overall by average only about one 
method is applied in each of the five stages of the cross-cultural assignment preparation pro-
cess. 
In this research, the prevalence of cross-cultural assignment preparation methods in German 
Mittelstand SMEs with branch offices in Asia, the predictors for applying these methods and 
the reasons why companies do not invest more resources in the whole preparation process 
have been examined as well as the overall involvement of the families. The testing of the 
eleven hypotheses confirmed only one of them fully, four hypotheses could be partly confirmed 
but the testing failed to confirm the remaining six hypotheses due to unexpected results. The 
research indicates that the time general managers spent in a foreign culture matters only to 
a certain degree and only for the selection of expatriates where trial periods on the job and the 
evaluation of qualifications and experience are applied as methods and for the families also 
only the foreign experience is evaluated more likely by German Mittelstand-SMEs with general 
managers who spent more than 12 months in a foreign culture. There were also no significant 
associations between the time general managers spent in a foreign culture and the amount of 
paid days off for preparation and training of expatriates. The research results furthermore in-
dicate that the size of the companies has a heterogeneous effect on the cross-cultural assign-
ment preparation process while aptitude/ability tests, personality questionnaires and work 
sample tests and offering of a mentor for repatriates are more often applied as methods for 
expatriates, as well as structured interviews as selection methods for families in companies 
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with less than 250 employees, unstructured interviews are more likely applied as selection 
methods for expatriates in companies with 250 up to 499 employees.  
Neither expatriates nor their families receive more cross-cultural preparation in companies with 
HR department and more over it seems that the presence of an HR department is for the 
prevalence of certain methods more of a hindrance, because some unexpected differences in 
the application of cross-cultural assignment preparation methods were found. Drug tests/med-
ical, aptitude/ability tests and assessment centres, providing of information on leisure activities, 
language training during the stay and provision of repatriation counselling to ease adjustment 
of repatriates are more likely offered and applied by companies without HR department than 
with companies with HR department. This is also the case for the involvement of families where 
criminal background checks, aptitude/ability tests, immersion training and return incentive pay-
ments are more likely applied in companies without HR department than in companies with 
HR department. Furthermore the analysis reveals that companies without HR department tend 
more likely to apply cross-cultural training methods compared to companies with HR depart-
ment. The final finding was that neither the time general manager spent in a foreign culture, 
nor the size of the companies or the presence of an HR department are related to the amount 
of paid days off for preparation and training of expatriates. 
Since the quantitative data is now collected and analysed, in the next step, as already de-
scribed in section 3.9.2, an interview protocol has to be developed based on the results of the 
quantitative analysis in order to explain with qualitative methods the quantitative results. Table 
4.11 presents the interview protocol for the semi-structured interviews and the reasoning why 
each question was posed. 
Table 4.11: Interview protocol  
Question 
number 
Question Related to the hy-
potheses 
1 What exactly is your role within the cross-cultural 
assignment preparation process in your company? 
H1, H2, H3, H4 
Reasoning for 
question 1 
Given that 94.1% of the participants indicated that the general manager 
is responsible within the company whether expatriates are prepared for 
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their assignments or not, the first question aimed to get a better under-
standing of what is the exact role of the general managers in the cross-
cultural assignment process. 
2 What role has the human resources department 
within the entire cross-cultural assignment prepara-
tion process? 
H9, H10, H11 
Reasoning for 
question 2 
79.3% of companies which participated in the research indicated that 
they have an HR department. Although there is evidence that general 
managers decide if expatriates are prepared or not these decisions can 
also be influenced by HR departments which presence increases the pro-
fessionalization of the company’s personnel management (Kolster and 
Homann-Kania, 2011). Furthermore the analysis of the quantitative data 
indicated that the presence of an HR department is more likely a hin-
drance for the use of at least one cross-cultural training method for expat-
riates. The aim of this question is therefore to explore the exact role of 
the HR department in the whole process. 
3 How big is your HR department? H9, H10, H11 
Reasoning for 
question 3 
The literature indicates that HR departments of German SMEs are com-
parable small. This would limit the capacity to employ HR specialists who 
have got a focus on expatriation (Kienbaum et al., 2013) 
4 What function has HR in your organisation? H9, H10, H11  
Reasoning for 
question 4 
Since the function of the HR department determines its value for the or-
ganisation question four aims to reveal if the surveyed companies have 
employees within their HR departments who are capable of managing the 
whole cross-cultural assignment preparation process or maybe can actu-
ally prepare and train expatriates for cultural differences (Aswathappa, 
2013, Stone, 2013). 
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5 Do you have employees in your organisation who 
have the qualification and experience to manage 
the expatriate process and are able to prepare ex-
patriates for their assignment? 
H1, H2, H3, H4, 
H5, H6, H7, H8, 
H9, H10, H11 
Reasoning for 
question 5 
Experts for the preparation of expatriates do not exclusively need to be 
located in the HR department but can also work in other departments. 
6 Do you use external support for the preparation of 
the expatriate assignment? 
H1, H2, H3, H4, 
H5, H6, H7, H8, 
H9, H10, H11 
Reasoning for 
question 6 
External support can be a valid option for companies when they believe 
that they can not handle a certain topic or problem with their own re-
sources. Thus question six aims to reveal if companies use external sup-
port for their cross-cultural assignment preparation. 
7 What are the reasons why expatriates receive no 
cross-cultural training? 
H8 
Reasoning for 
question 7 
The quantitative data analysis revealed that the majority of companies 
provide not one single method of cross-cultural training, what is con-
sistent with the findings in the literature. However, the analysis of the 
quantitative data revealed further that companies without HR department 
tend to apply more cross-cultural training methods in comparison to com-
panies without HR department. 
 
8 On what basis does your organisation decide how 
many paid days off designated expatriates receive 
for their preparation and training? 
H4, H7, H11 
Reasoning for 
question 8 
The question aims to explore if companies have formal rules or pro-
cesses for the amount of paid days off for preparation and training which 
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are based on recommendations of experts or literature (Mendenhall et 
al., 1987) 
9 How important is the family involvement in the 
cross-cultural assignment preparation process? 
H3, H6, H10 
Reasoning for 
question 9 
According to the literature the majority of German companies does not in-
volve families of expatriates in the cross-cultural assignment preparation 
process what has been confirmed by the findings of this research. Ques-
tion nine aims therefore to explore the reasons for this 
Source: developed for this research 
 
Beside the above listed pre-formulated nine core questions probing questions were applied 
and enabled me to explore answers in more depth when required (Patton, 2014, Saunders et 
al., 2009). As recommended by Ivankova et al. (2006) the interview protocol was pilot tested 
on one participant who participated in the questionnaire and was responsible for the branch 
office in China but did not have the position of a general manager. Therefore the person could 
not be regarded as participant for the actual semi-structured interviews, where only general 
managers were interviewed, but agreed to participate in the pilot test. As result of the test the 
wording of the interview protocol has been slightly revised and the final version is presented in 
table 4.11.  
4.2  Qualitative results 
4.2.1  General managers’ role in cross-cultural assignment process 
According to the literature review general managers are in charge of all expatriate preparation 
activities within German Mittelstand-SMEs (Gutmann and Kabst, 2000, IHK Koblenz, 2011). 
This finding of the literature review has been confirmed by the result of the quantitative data 
collection where 94.1% of the respondents indicated that the general managers are responsi-
ble within the companies whether expatriates are prepared for their assignments or not. The 
semi-structured interviews helped to get a better understanding of the exact role of the general 
managers within the whole cross-cultural assignment preparation process. As presented in 
table 4.12 general managers have basically two types of roles within the cross-cultural assign-
ment process. In the first type the general managers are overall responsible for the whole 
process and are involved in each step of the cross-cultural assignment preparation process 
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and when companies have an HR department, the HR departments advise the general man-
agers and support the process by preparing contracts and taking care of administrative work. 
In the other type of role general managers are also overall responsible for the whole process 
but in contrast to the first type of role the general managers are only directly involved in the 
selection of expatriates. All other tasks are performed by the HR departments which are oper-
ationally responsible for the preparation, training, support and repatriation of expatriates with-
out notable involvement of the general managers. General managers who are only involved in 
the selection stage replied that they trust their HR departments to manage the whole process. 
That means that the HR departments have a big responsibility within the whole process. 
Table 4.12: General managers’ role in the process 
Themes n 
Overall responsible and involved in the whole process 4 
Overall responsible and only involved in the selection 6 
Source: developed for this research 
4.2.2  HR department’s role in cross-cultural assignment process 
The answer to the question of the exact role of the HR department within the cross-cultural 
assignment process has already been given by the answers in the prior question which asked 
for the general manager’s role in the process. 
Table 4.13: HR departments’ role in cross-cultural assignment process 
Themes n 
Operational responsible for the process 4 
Operational responsible for the process with exception of the selection 4 
No HR department 2 
Source: developed for this research 
4.2.3  Size and function of HR departments  
Since the interviews revealed that HR departments have a big responsibility within the whole 
cross-cultural assignment process the question asking for the size of the HR departments in 
terms of numbers of employees and asking for the types of HR employees was important to 
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reveal if these HR departments are able to cope with the cross-cultural assignment preparation 
process. Given that as presented in table 4.14 out of the eight companies with HR department 
three companies had two employees in their HR department, four companies had three em-
ployees in their HR department while only one company had five employees one can conclude 
that these findings are consistent with the findings of the literature review that the majority of 
HR departments of German Mittelstand SMEs are quite comparable small (Kienbaum 
et al., 2013). 
Table 4.14: Size and function of HR departments 
Themes Type of HR department n 
Five employees Four HR generalists and one HR specialist (advanced 
training) all without focus on expatriation 
1 
Three employees HR generalists without focus on expatriation 4 
Two employees HR generalists without focus on expatriation 3 
No HR department  2 
Source: developed for this research 
 
The interviews revealed further that in terms of the function with exception of case ten, where 
the company has five employees in the HR department, all other HR departments have only 
HR generalists who carry, out according to Aswathappa (2013: 16), generic activities like pay-
roll, leave and benefits. Case ten has beside four HR generalists one HR specialist, who is 
specialised on advanced training but not on expatriation. This suggests that the HR depart-
ments of all ten cases are not capable of preparing expatriates and their families for cultural 
differences. This assumption is underlined by the answers to the question ‘do you have em-
ployees in your organisation who have the qualification and experience to prepare expatriates 
for cultural differences?’ which are presented in table 4.15 where all general managers replied 
that they have no such employees in the HR departments. Furthermore eight general manag-
ers replied that they have no employees within the whole organisation who are qualified and 
experienced to prepare expatriates for their assignments in terms of cultural differences. Two 
interviewees explained that they believe that some of their employees could do this job but 
they do not work in HR but are expatriates themselves and can therefore not be used to pre-
pare other expatriates. To sum up, the companies of the ten cases have in practice not the 
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capacities and possibilities to prepare expatriates and their families for difficulties which are 
linked to cultural differences and can occur during a foreign assignment. 
Table 4.15: In-house preparation of expatriates  
Themes n 
There are no such employees within the organisation 8 
Such employees are within the organisation (not in HR) but do not train expatri-
ates 
2 
Source: developed for this research 
4.2.4  Use of external support 
Regarding the use of external support, the semi-structured interviews helped to group the com-
panies into three types what is presented in table 4.16. Five companies do not use any external 
support for the preparation of their expatriates, while two companies use external trainers for 
language training for their expatriates. Three companies use external trainers to prepare their 
expatriates for cultural differences. As to see in table 3.7 only three companies apply at least 
one training method to prepare their expatriates for cultural differences and it is remarkably 
that these three companies (case three, case four and case ten) are exactly theses three com-
panies which use external support what suggests a correlation. The reason why external sup-
port is used is according to the two general managers whose companies have HR departments 
that their HR departments are not capable of preparing the expatriates for cultural differences 
and the general manager of the company without HR department replied that his company 
uses external support because the company has no HR department and that he therefore does 
not believe that his company can provide the required preparation. In these three cases the 
idea and the decision for hiring external support came from the general managers and not from 
the HR departments. 
Table 4.16: Use of external support 
Themes n 
External support is used 3 
External support is used only for language training 2 
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No external support is used 5 
Source: developed for this research  
4.2.5  Reasons why expatriates receive no cross-cultural training 
As to be seen in table 3.7 three companies have already provided at least one method of cross-
cultural training for their expatriates, while one general manager was convinced that no cross-
cultural training is required and four respondents provide no single method of cross-cultural 
training for their expatriates and justify it by saying that there is no need for this type of training 
because they only have a few expatriations where the effort for cross-cultural training would 
not be worth it. Two general managers replied that they do not have the staff capable of training 
their expatriates and that they have also been naïve and mistaken in the past by believing that 
everything would still work well even without any cross-cultural trainings. Unlike the four gen-
eral managers who believe that by the limited number of expatriates the effort for cross-cultural 
training would not be worth it, these two managers are willing to use external trainers in the 
future in order to prepare their expatriates for cross-cultural differences. 
Table 4.17: Reasons why expatriates receive no cross-cultural training 
Themes n 
Cross-cultural training is not required  1 
‘Naivety’ but willingness for training in the future  2 
Insufficient number of employees 4 
Cross-cultural training is provided 3 
Source: developed for this research 
 
The analysis of the quantitative data reveals that there are no significant associations between 
the time general managers spent in a foreign culture and the use of cross-cultural training 
methods to prepare the cross-cultural assignments. However, the interviews indicate that 
those general managers who spent more than six months in a foreign culture either already 
provide cross-cultural training for their expatriates in order to prepare them for cross-cultural 
differences or have replied in the interviews, in contrast to the general managers who spent 
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less than 12 months in a foreign culture, that they would provide cross-cultural training for 
future expatriates. Although this result is due the small number of cases not representative 
and allows no generalizability it is interesting because none of the five interviewees with less 
than six months of foreign experience provide any form of cross-cultural training nor have they 
indicated that they would consider it for the future. 
4.2.6  Basis of decision making on paid days off for training and preparation  
The answers to the question on what basis the organizations decide how many paid days off 
the expatriates receive for preparation and training reveals that two companies do not offer 
any paid days off, because the general managers believe that this is not required. Five com-
panies offer up to seven days paid off for their expatriates, without having rules or a formal 
process while only three companies have replied that the amount of paid days off is based on 
the length of the applied training methods and recommendations of external consultants. 
A comparison with table 4.18 reveals further that these three companies (case three, case four 
and case ten) offer at least eight paid days off for the preparation of their expatriates. In the 
ten cases examined all companies which use external support for the preparation on cross-
cultural differences provide at least eight paid days off while the seven companies which do 
not use external trainers or consultants offer only a maximum of seven days paid off for the 
preparation of the assignment. 
Table 4.18: Paid days off 
Themes n 
Based on training program and recommendation  3 
No structured process or rules 5 
No paid days off offered 2 
Source: developed for this research 
 
4.2.7  Importance of family involvement in the cross-cultural assignment process 
The majority of eight general managers replied that they believe that family involvement in the 
cross-cultural assignment process is very important for the success of foreign assignments 
while only two general managers stated that they do not believe that family involvement is 
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important. This was surprising given that the analysis of the quantitative data revealed that 
significantly more than 50% of expatriate’s families receive no preparation. 
Table 4.19: Family involvement in the cross-cultural assignment preparation 
Themes n 
Not very important  2 
Very important 8 
Source: developed for this research 
 
At this point is worth mentioning that out of the eight general managers who said that the family 
involvement is very important, four companies do not apply any method for the expatriate’s 
families with the exception of one company which applies only one method for selection. The 
other three do not apply one single method in any one out of the five stages of the cross-
cultural assignment process for the families. These four general managers had less than six 
months of foreign experience while the companies of the five general managers who spent 
more than six months in a foreign culture involve the families in the cross-cultural assignment 
preparation process. The explanation for this contradiction of the four general managers who 
said that family involvement is important but do not apply any methods for the families was, 
that there have been only a few expatriations with families and that they are therefore not very 
experienced in this field. However, three out of these four general managers noted that they 
have to work on this and that they want to involve the families in the future. 
4.3 Recognising relationships  
The fourth step of the qualitative data analysis was to recognise relationships within the col-
lected qualitative data. In this research a radar chart was applied to visualize the relationships 
between and within the ten cases (Barnes and Vidgen, 2006). To develop the radar chart each 
category and each theme have got a number value in order to create the radar chart.  
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Figure 4.18: Comparison of cases 
 
Source: developed for this research 
 
As to see in figure 4.18, cases three, four and ten stand out because they are the only compa-
nies out of the ten cases which use external support for the cultural preparation of their expat-
riates, provide at least eight paid days off for preparation and are furthermore the only compa-
nies which apply at least one cross-cultural training method for the preparation of their expat-
riates. The general managers of these three companies have furthermore spent more than six 
months in a foreign culture and are involved in the whole cross-cultural assignment preparation 
process. All three general managers said that they do believe that it is important that their 
expatriates are prepared for cultural differences but they do not have experts or trainers within 
the organisations who are capable of preparing the expats in practice. 
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Figures 4.18 also illustrates that companies of general managers who are only involved in the 
selection and not in the whole cross-cultural assignment process can be divided up into two 
groups. The first group consists of companies where the general managers spent more than 
12 months in a foreign culture and companies do not use support of external consultants or 
trainers for cross-cultural training and do not provide any cross-cultural training but said during 
the interviews that they believe that it is important. In the past they have always relied on the 
HR departments which are not qualified and capable of managing the whole process and to 
prepare expatriates. Furthermore they said that they would consider to using external support 
for cross-cultural training in the future.  
The second group of general managers who are responsible for expatriations but are only 
involved in the selection of expatriates consists of general managers who spent less than six 
months in a foreign culture. Companies of these general managers provide no culture training 
for their expatriates because they believe either that this type of training is not required, or they 
justify it by the few expatriations in the last years. Furthermore these companies to not involve 
the families in the expatriate preparation process. In the next step the cases have been 
grouped as to be seen in figure 4.19 in company types which share characteristics. 
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Figure 4.19: Relationships between cases 
 
Source: developed for this research 
 
Based on the analysis of this section, the ten cases were divided into three types of companies 
whose characteristics are described in more detail in the following table 4.20, where fields with 
the same content are marked in colour. 
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Table 4.20: Description of case types 
Categories Type 1 Type 2 Type 3 
Cases 3, 4 and 10 2 and 5 1, 7, 6, 8 and 9 
Time general 
manager 
spent in a for-
eign culture 
General managers have 
spent more than 12 months 
in a foreign culture and have 
experienced the different 
stages of the cultural adjust-
ment stages. 
General managers have 
spent more than 12 months 
in a foreign culture and have 
experienced the different 
stages of the cultural adjust-
ment stages. 
General managers have spent 
less than six months in a for-
eign culture 
Role of gen-
eral manag-
ers in expatri-
ations 
General managers are 
overall responsible for the 
whole process and are in-
volved in each step of the 
cross-cultural assignment 
preparation process.  
General manager are overall 
responsible for the whole 
process and only directly in-
volved in the selection of 
expatriates 
General manager are overall 
responsible for the whole pro-
cess and only directly in-
volved in the selection of ex-
patriates 
Role of HR 
departments 
in expatria-
tions 
When HR departments are 
present, they advise the 
general managers and 
support the process by pre-
paring contracts and taking 
care of administrative work. 
When HR departments are 
present, they are operation-
ally responsible for the 
preparation, training, support 
and repatriation of expatri-
ates without notable involve-
ment of the general manag-
ers. 
When HR departments are 
present, they are operation-
ally responsible for the prep-
aration, training, support and 
repatriation of expatriates with-
out notable involvement of the 
general managers. 
General role 
of HR depart-
ments 
If an HR department is pre-
sent it is comparable small 
and only HR generalists 
without a focus on expatria-
tion. 
If an HR department is pre-
sent it is comparable small 
and only HR generalists 
without a focus on expatria-
tion. 
If an HR department is present 
it is comparable small and 
only HR generalists without a 
focus on expatriation. 
Capability to 
conduct 
cross-cultural 
training in-
house  
No, company has does not 
have the capability 
No, company has does not 
have the capability 
No, company has does not 
have the capability 
External sup-
port for 
cross-cultural 
training 
Companies use external 
support because the gen-
eral managers believe that 
expatriates have to be pre-
pared for cultural differ-
ences and are aware that 
they do not have the capa-
bility to prepare expatriates 
in-house 
Although general managers 
were aware of difficulties 
which can occur when expat-
riates are not proper pre-
pared they did not use ex-
ternal support in the past 
because they have relied on 
their HR departments and 
have not been aware that 
they do not have the capabil-
ity to prepare expatriates for 
their assignments. General 
managers consider to use 
external support in the fu-
ture 
External support is not used 
because it is seen as not re-
quired 
Offering of 
culture train-
ing 
Companies provide at 
least one method of cross-
cultural training for their ex-
patriates. 
Companies provide no sin-
gle method of cross-cultural 
training for their expatriates 
but consider to do so in the 
future 
No culture training is offered 
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Amount on 
paid days off 
for prepara-
tion and train-
ing 
Expatriates receive at least 
eight paid days off for 
preparation and training 
Expatriates receive between 
one and a maximum of 
seven days for preparation 
and training 
If paid days off are offered ex-
patriates receive a maximum 
of seven days for preparation 
and training 
Decision on 
paid days off 
The decision on the amount 
of paid days off for prepara-
tion and training is based 
on requirements of the 
training programs and the 
recommendations of exter-
nal consultants or trainers  
There are no formal rules 
or structured processes. The 
amount of days is granted in-
dividually. 
There are no formal rules or 
structured processes. The 
amount of days is granted indi-
vidually. 
Family in-
volvement 
Families are involved in the 
cross-cultural assignment 
preparation process, in-
cluding cross-cultural 
training  
Families are involved in the 
cross-cultural assignment 
preparation process, but re-
ceive no cross-cultural 
training  
Families are not involved in 
the cross-cultural assignment 
process 
Source: developed for this research 
4.4  Discussion of the qualitative results 
From this analysis, one explanation for the unexpected results of the quantitative data analysis 
can be derived. It appears that two factors are of particular importance for the cross-cultural 
assignment preparation of expatriates. On the one hand the general manager has to be con-
vinced that it is important and required to prepare expatriates on cultural differences and on 
the other hand, when his company has an HR department the general manager has to be 
aware that if there is no HR employee who is specialized on expatriations, the employees in 
the HR department are probably not capable of managing the whole process and can also not 
prepare the expatriates to deal with cultural differences. As it is to be seen in cases two and 
five the presence of an HR department can also be a hindrance for the preparation of expatri-
ates when the general manager is only involved in the selection of the expatriates and relies 
regarding the other stages of the cross-cultural assignment preparation process on his HR 
department. Given that the majority of German Mittelstand-SME’s HR departments are com-
parable small and only have HR generalists without a focus or experience on expatriation, 
these HR departments are not capable of managing the whole process. The result of this is 
that expatriates receive no culture training. On the other hand cases four and ten show, that 
when general managers are aware of the lack of capacity of the organization to prepare ex-
patriates that external support is used, what professionalizes the process and results in an 
involvement of the families which also receive culture training. 
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As to see in case three is that in companies without HR department the general managers can 
not rely on the support of HR employees and can therefore come quicker to the conclusion 
that professional support from external consultants or trainers is required to manage the cross-
cultural assignment process what explains the finding of the quantitative analysis which indi-
cates that companies without HR department tend more likely to apply at least one cross-
cultural training method for expatriates compared to companies which have a HR department. 
However, in companies without HR department it depends again on the general manager who 
has to be convinced, that a preparation on cultural differences is important. If this is not the 
case, expatriates receive no cross-cultural training as to see in case eight.  
The question at this point is ‘what determines whether a general manager is convinced that 
expatriates have to be prepared on cultural differences?’ As already mentioned in section 4.2.5 
in the quantitative data analysis there were no significant associations between the time gen-
eral managers spent in a foreign culture and the use of cross-cultural training methods to pre-
pare the cross-cultural assignments. However, the interviews indicate that all those general 
managers who spent more than six months in a foreign culture either have already provided 
cross-cultural training for their expatriates in order to prepare them for cultural differences or 
have replied in the interviews, in contrast to the general managers who spent less than six 
months in a foreign culture, that they would provide cultural training for future expatriates. In 
summary every interview general manager with less than six months of foreign experience 
applies no single method of cultural training for expatriates, nor are the families involved in the 
cross-cultural assignment preparation process, regardless if the company has an HR depart-
ment or not. This suggests a correlation between the time general managers spent in a foreign 
culture and application of cross-cultural training, which can not be tested with the quantitative 
data because the potential negative effect of HR departments on the process and the willing-
ness for using external support and application of cross-cultural training in the future have not 
been covered by the questionnaire. 
The purpose of the expert interview at the end of the qualitative analysis was to challenge the 
explanation of this section with a practitioner and expert in this field. The expert confirmed that 
according to his experience within larger organizations HR specialists manage the cross-cul-
tural assignment preparation process without involvement of the top management but within 
organisations which fall under the Mittelstand-SME definition of this research general manag-
ers of his customers companies are mostly involved in the whole process. Furthermore the 
general managers are not only involved in the whole process but the initiative to hire the ex-
ternal experts for expatriates comes from them from them. The reason why the initiative does 
not come from the HR departments is according to his experience that HR departments are 
too small and have neither the know how nor the budget for cross-cultural training programs 
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and they are permanently under pressure by the finance and controlling departments which 
are according to the expert one of the greatest preventers of cross-cultural training programs 
within these organisations. In addition to this the supervision of external trainers and consult-
ants binds beside financial resources also time resources in the HR departments which are 
scare. The explanation of the unexpected results is therefore according to the interviewed ex-
pert plausible and comprehensible. 
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Chapter 5: Conclusions and implications 
The previous chapter described the quantitative data collection via questionnaire and the qual-
itative data collection process via semi-structured interviews. In this chapter, the results of the 
quantitative and qualitative analysis phases are brought together. The chapter starts with brief 
conclusions about the research hypothesis under consideration of the qualitative research re-
sults in section 5.1. The conclusion about the research question is described in section 5.2. 
The subsequent section 5.3 outlines the contributions of this research work to theory and prac-
tice and section 5.4 describes the limitations of this research. The chapter closes with recom-
mendations for further research which are outlined in section 5.5.  
5.1  Conclusions about research hypotheses 
Combining, as presented in figure 5.1, the conceptual model from section 2.9 and the results 
of the quantitative analysis helps to visualize that the majority of hypotheses had to be re-
jected while only one hypothesis could be fully confirmed. However, the model does not in-
clude the results of the qualitative research and it fails to explain in detail those points where 
the three predictors influence the cross-cultural assignment preparation of expatriates. 
Figure 5.1:  Conceptual model with hypotheses testing results 
 
Source: developed for this research 
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This section aims therefore to give a brief overview of the results of the quantitative data anal-
ysis under consideration of the results of the qualitative data analysis in order to support the 
development of a new model in section 5.2 which only presents the relevant information about 
how the time general managers spent in a foreign culture, the presence of an HR department 
and the size of a company influences the cross-cultural assignment preparation of expatriates. 
The results of the following integration of the qualitative and quantitative results confirm that 
the applied mixed-methods approach was suitable in order to answer the research question 
because some quantitative results would have remained unclear without the results of the 
semi-structured interviews. 
Table 5.1: Hypothesis 1 
Hypothesis Result 
H1: In German Mittelstand-SMEs the general managers are 
in charge of all expatriate preparation activities. 
confirmed 
Source: developed for this research 
 
The findings concerning hypothesis one are not surprising and confirm with the result of a ma-
jority of 94.1% general managers who are responsible for the cross-cultural assignment prep-
aration within their companies the findings of the literature. However, the interviews revealed 
that although the general managers are responsible for the whole cross-cultural assignment 
process that there are on the one hand general managers who are involved in the whole pro-
cess but on the other hand there are general managers who are only involved in the selection 
of expatriates what seems to have a negative influence on the use of external support and the 
application of cross-cultural training for expatriates what is later on explained in more detail in 
this section. 
Table 5.2: Hypotheses 2 and 3 
Hypothesis Result 
H2: German Mittelstand-SMEs with general managers who 
spent more than 12 months in a foreign culture provide gen-
erally more cross-cultural assignment preparation for their 
expatriates than companies with general managers who 
have spent less than 12 months in a foreign culture. 
partly confirmed  
only for the trial period on 
the job and the evaluation 
of qualifications and experi-
ence as selection methods 
for expatriates 
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H3: German Mittelstand-SMEs with general managers who 
spent more than 12 months in a foreign culture provide gen-
erally more cross-cultural assignment preparation for their 
expatriates’ families than companies with general managers 
who have spent less than 12 months in a foreign culture. 
partly confirmed for use of 
method 
only for evaluation of for-
eign experience selection 
method for expatriates 
confirmed for overall in-
volvement of the families 
Source: developed for this research 
 
The findings regarding hypothesis two and three were surprising because with the exception 
of a trial period on the job (x² = 7.73, crv = .262, p = .021) and the evaluation of qualifications 
and experience (x² = 8.764, crv = .278, p = .013) as selection methods for expatriates only two 
out of 62 methods are more to be applied by companies where the general manager has spent 
more than 12 months in a foreign culture. There was also with the evaluation of foreign expe-
rience of families (x² = 7.01, crv = .249, p = .03) only one out of 50 methods for families which 
is more likely applied by companies with general managers who spent more than 12 months 
in a foreign culture. Furthermore there was neither a significant association between the time 
general managers spent in a foreign culture and the application of at least one cultural training 
method (x² = 2.557, crv = .150, p = .278) for expatriates nor a significant association between 
the time general managers spent in a foreign culture and the application of at least one cultural 
training method for families of expatriates (x² = 2.955, crv = .162, p = .228).  
However, although there are only a few significant associations in terms of the number of ap-
plied methods there is a significant association for the overall involvement of the families and 
the time general managers spent in a foreign culture. In companies, where the general man-
agers spent more than 12 months in a foreign culture the families of expatriates are more likely 
to be involved in each of the five stages of the cross-cultural assignment process compared to 
companies where the general managers spent less than 12 months in a foreign culture, what 
suggests that the overall involvement of the families in the whole process depends on the time 
the general managers spent in a foreign culture. 
As already mentioned some of these results were surprising because the findings in the liter-
ature section 2.6.2 provide strong evidence that expatriates who spent more than 12 months 
in a foreign culture have experienced three out of four stages of adjustment of Lysgaard’s 
(1955) U-curve theory of adjustment and are therefore more aware of the difficulties which can 
occur by cultural differences than somebody who has never experienced an adjustment pro-
cess to a new culture combined with the fact that the majority of general managers is overall 
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responsible for the whole process. One could expect that this has an effect on the cross-cul-
tural assignment preparation process. However, although the quantitative analysis could not 
reveal significant associations for the preparation of expatriates, the interviews suggest that in 
companies with HR departments general managers who are not involved in the whole process 
rely regarding the cross-cultural assignment process on the HR departments, regardless of the 
time they have spent in a foreign culture. This praxis seems to be critical for the cross-cultural 
assignment preparation process because the interviews revealed further that the HR depart-
ments are relatively small and employ only HR generalists without a focus on expatriation what 
leads to the conclusion that HR departments of German Mittelstand-SMEs are not capable of 
managing the whole process. Furthermore the interviews revealed that those general manag-
ers who spent more than six months in a foreign culture and who are involved in the whole 
process provide cross-cultural training for the expatriates and their families. Since they are 
aware that their companies are neither able to manage the process nor to prepare expatriates 
for their assignment they use external support to ensure a proper preparation. General man-
agers who spent more than 12 months in a foreign culture but are only involved in the selection 
of expatriates and rely for all other stages on their HR departments replied that they will use 
external support in the future. 
Table 5.3: Hypotheses 5 and 6 
Hypothesis Result 
H5: In companies with 250 up to 499 employees expatriates 
receive more cross-cultural assignment preparation than 
expatriates in companies with less than 250 employees. 
partly confirmed  
only for unstructured inter-
views as selection methods 
for expatriates 
H6: In companies with 250 up to 499 employees families of 
expatriates receive more cross-cultural assignment prepa-
ration than families of expatriates in companies with less 
than 250 employees. 
not confirmed 
Source: developed for this research 
 
Testing of hypotheses five and six aimed to examine if the size of the companies is related to 
cross-cultural assignment preparation for expatriates and their families. Although the literature 
suggests that there is a direct correlation between the size of an SME and its level of interna-
tionalization, which rises with the size of the SMEs, the quantitative analysis revealed that 
unstructured interviews (x² = 5.91, crv = .221, p = .015) are the only methods which are more 
often applied as selection methods for expatriates in companies with 250 up to 499 employees 
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expatriates than in companies with less than 250 employees and there is no method which is 
more likely applied for the families. There was also no significant association between the size 
of the companies and the application of at least one cultural training method (x² = .025, 
crv = .014, p = .516) or the application of at least one cultural training method for families of 
expatriates (x² = .000, crv = .001, p = . 992). 
Moreover the results suggest that several methods as for example aptitude/ability tests 
(x² = 5.669, crv = .216, p = .017), personality questionnaires (x² = 6.139, crv = .225, p = .013) 
work sample tests (x² = 5.317, crv = .21, p = .0.021) and the offering of a mentor for repatriates 
(x² = 4.42, crv = .191, p = .036) are more likely applied as selection methods for expatriates in 
companies with less than 250 employees than in companies with 250 up to 499 employees. 
Nevertheless the size of companies seems not to be a predictor for the amount of applied 
cross-cultural assignment preparation methods what accounts also for the overall involvement 
of families where there is no significant association between the size of companies and the 
involvement in all five stages of the cross-cultural assignment preparation process. 
Table 5.4: Hypothesis 8 
Hypothesis Result 
H8: The lack of financial resources is for German Mittel-
stand-SMEs with up to 249 employees more likely a prime 
reason for not investing more resources in cross-cultural 
assignment preparation than for companies with 250 up to 
499 employees. 
partly confirmed  
only for the stage of training  
Source: developed for this research 
 
The literature suggests that the lack of financial resources is a significant factor why smaller 
companies do not invest more resources in the cross-cultural assignment preparation process. 
In total only a minority of 5.8% up to 9.1%, depending on the segment of the cross-cultural 
assignment preparation process, replied that the lack of financial resources is a reason for not 
investing more resources in the cross-cultural assignment preparation process. However, alt-
hough the lack of financial resources seems in total not to be a dominant reason for not invest-
ing more resources in the process there was a significant association between the lack of 
financial resources (x² = 5.669, crv = .216, p = .017) as reason for not investing more resources 
in the segment of training within companies with less than 249 employees.  
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Table 5.5: Hypotheses 9 and 10 
Hypothesis Result 
H9: Expatriates receive more cross-cultural assignment 
preparation in German Mittelstand-SMEs with HR depart-
ment than expatriates in German Mittelstand-SMEs without 
HR department. 
not confirmed 
H10: Families of expatriates receive more cross-cultural as-
signment preparation in companies with HR department 
than families of expatriates in companies without HR de-
partment. 
not confirmed 
Source: developed for this research 
 
The results of hypotheses nine and ten are surprising because even though the literature sug-
gests that companies with HR department have more likely a professional personnel manage-
ment than companies without HR department, there is according to the research results evi-
dence that in terms of applied methods drug tests/medical checks (x² = 5.036, crv = .204, 
p = .025), aptitude/ability tests (x² = 4.537, crv = .194, p = .033), assessment centres 
(x² = 4.924, crv = .202, p = .0.026), providing of information on leisure activities (x² = 7.064, 
crv = .242, p = .008), language training during the stay (x² = 4.785, crv = .199, p = .029) and 
provision of repatriation counselling to ease adjustment of repatriates (x² = 8.475, crv = .265, 
p = .004) are offered more often by companies without HR departments for expatriates. Com-
parable is the situation for the preparation of families in companies without HR departments 
because criminal background checks (x² = 3.872, crv = .179, p = .049), aptitude/ability tests 
(x² = 3.872, crv = .179, p = .049) Immersion (x² = 7.809, crv = .254, p = .005) and return incen-
tive payments (x² = 3.872, crv = .179, p = .049) are more likely applied as methods for the 
families of expatriates in companies without HR department than in companies with HR de-
partment. However, the really interesting result is the association between the application of 
at least one cross-cultural training method and the presence of HR departments. While there 
is no significant associations between the presence of HR departments and the application of 
at least one cross-cultural training method for families of expatriates (x² = .604, crv = .071, 
p = .437) there is a significant association between the presence of HR departments and the 
application of at least one cross-cultural training method (x² = 3.943, crv = .181, p = .047) for 
expatriates where companies without HR department apply more likely at least one cultural 
training method compared to companies with an HR department. This result suggests that the 
presence of HR departments is for the application contrary to expectation, a hindrance which 
could not be explained by the analysis of the quantitative data. The follow-up interviews lead 
to an explanation for this. In companies without HR department the general managers can not 
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rely on their HR departments to manage the whole cross-cultural assignment preparation pro-
cess and to prepare the expatriates to deal with cultural differences. They are therefore more 
likely aware that they need external support in order to ensure a proper preparation. 
Table 5.6: Hypotheses 4, 7 and 11 
Hypothesis Result 
H4: German Mittelstand-SMEs with general managers who 
spent more than 12 months in a foreign culture offer more 
paid days off for preparation and training of expatriates, 
than German Mittelstand-SMEs with general managers who 
spent less than 12 months in a foreign culture. 
not confirmed 
H7: Companies with 250 up to 499 offer more paid days off 
for the preparation and training of expatriates, than German 
Mittelstand-SMEs with less than 250 employees. 
not confirmed 
H11: Companies with HR department provide more paid 
days off for preparation and training for expatriates than 
companies without HR department. 
not confirmed 
Source: developed for this research 
 
Hypotheses four, seven and eleven aim to examine if the amount of paid days off for expatri-
ates is associated to the time the general manager spent in a foreign culture, to the size of the 
company or to the presence of an HR department. The results are surprising again, given that 
there is evidence for each of these three hypotheses in the literature. Nevertheless it appears 
on basis of the quantitative analysis, that the amount of granted paid days off for expatriates 
has no association to one of the three predictors because there was no significant association 
between the time general managers spent in a foreign culture x² = 4.310, crv = .201, p = .116), 
the size of the companies (x² = 0.356, crv = .056, p = .551) or the presence of HR departments 
(x² = 0.462, crv = .064, p = .497) and the amount of paid days off for preparation and training 
of expatriates. However, the follow up interviews suggest a relationship between the amount 
of paid days off which are granted for preparation, the time general managers spent in a foreign 
culture and the use of external support which is not covered by the questionnaire. Every 
interviewed general manager whose company uses external support offers at least eight paid 
days off and has a general manager who spent more than six months in a foreign culture while 
those companies which do not use external support offer only up to seven days for their ex-
patriates while those companies which do not use external support and where the general 
manager spent less than three months in a foreign culture do not grant any paid days off for 
their expatriates. 
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5.2  Answers to the research questions and discussion 
The aim of this section is to present the answers to the research questions of this thesis which 
have been developed in section 1.3.  
On the one hand there is the main research question ‘how do German Mittelstand-SMEs which 
have overseas branch in Asia prepare their expatriates and their families for their cross-cultural 
assignments and what influence does the time the general managers spent in a foreign culture 
has on the cross-cultural assignment preparation process?’ and on the other hand three sub-
sequent research questions which were posed in order to increase the quality of the research 
which were:  
1. What are the reasons why German Mittelstand SMEs do not provide sufficient cross-
cultural training for their expatriates? 
2. Does in German Mittelstand SMEs the general manager decides whether cross-cultural 
assignment preparation is offered to expatriates or not? 
3. Are there other factors such as the size of the company or the presence of HR depart-
ments which influence the cross-cultural assignment preparation process? 
As presented below, all of these questions could be answered by this research. 
The answer to the main research question can be split up into two answers. How German 
Mittelstand-SMEs prepare their expatriates and their families for their assignments in Asia is 
in detail presented for each of the five stages of the cross-cultural assignment preparation 
process in section 4.1 as well as the reasons why German Mittelstand-SMEs do not provide 
sufficient cross-cultural training for their expatriates what is presented in detail in table 4.4. The 
main reason is according to the quantitative data with 47.9 % the belief that the applied training 
methods are sufficient and not the lack of financial resources as suggested by the literature. 
Furthermore the majority of 94.1% replied that the general managers are responsible for the 
whole cross-cultural assignment preparation process. The interviews revealed that the level of 
involvement differs. There are general managers who are involved in the whole process while 
there are also general managers who are over all responsible and decide about the process 
but are only involved in the selection stage.  
Although there are a few relationships between the frequency of use of methods from the five 
stages of the cross-cultural preparation process for the expatriates and their families, organi-
sation size of the Mittelstand-SMEs and general manager’s time spent in a foreign culture and 
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the presence of HR departments in the companies one can summarise, that the number of 
relationships is by far not sufficient to declare that the three predictors have a noticeable influ-
ence on the cross-cultural assignment preparation process. But one can say, that there is 
strong evidence that the presence of HR department and the time general managers spent in 
a foreign culture influence the overall involvement of expatriates and their families in the cross-
cultural assignment preparation process. The answer to the question what influence the time 
the general managers spent in a foreign culture has on the cross-cultural assignment prepa-
ration process can therefore best be presented with the help of figure 5.2. 
Figure 5.2:  Influence of predictors on the cross-cultural assignment  
preparation process 
Source: developed for this research 
 
Figure 5.2 illustrates that the use of cross-cultural training for expatriates depends as well as 
the amount of paid days off for preparation of expatiates on the use of external support.  
However, the results suggest that the use of external support in turn depends on the one hand 
on the general manager’s awareness that cultural differences can cause problems and the 
belief that cross-cultural training is important and on the other hand on the awareness that the 
company including HR is not capable of preparing expatriates. The interview results suggest 
that the awareness that cultural differences can cause problems and the belief that cross-
cultural training is important depend on the time general managers spent in a foreign culture. 
The rigor of family involvement also depends on the time the general managers spent in a 
foreign culture. 
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The awareness that the company including HR is not capable to prepare expatriates depends 
indirectly on the presence of an HR department. In companies without HR department the 
general managers can not rely on HR and can therefore conclude quicker that the company is 
not capable of preparing expatriates. In companies with HR department the HR department is 
more likely a hindrance for the awareness that the company is not capable of preparing expat-
riates when the general manager is not involved in the whole process. The presence of HR 
departments depends, in the most cases, on the size of the companies. Taking all these points 
into account there is according to this research strong evidence that it is the time the general 
manager spent in a foreign culture which determines the use of cross-cultural training for ex-
patriates and the amount of paid days off for preparation and the full involvement in each stage 
of the cross-cultural assignment preparation process for families of expatriates. Since the dis-
cussion of the results is the last stage of the research process figure 5.3 illustrates the whole 
research process, the applied procedures in each stage and the products of every stage. 
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Figure 5.3: Research process 
 
Soruce: (Ivankova, Creswell, Stick, 2006, p.16) 
5.3  Contributions to theory and practice 
As described in section 3.1 there are on the continuum of approaches at the one side a pure 
academic approach without a focus on practical relevance and an on the other side an ap-
proach which aims to create knowledge for the world of practice (Gibbons et al., 2004). Since 
this is a practice oriented DBA research work it clearly aimed to produce knowledge which has 
practical relevance, nevertheless the results also contributed to theory and helped to fill gaps 
in the literature what is explained in the following section. 
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5.3.1  Contributions to theory 
The results of this research contribute to Vroom and Yetton’s (1973) contingency model be-
cause it shows, that general managers from German Mittelstand SMEs who send expatriates 
to Asia have the same initial situation and problem to prepare their expatriates, but make their 
decisions based on different information. 
As presented in figure 5.2 the decisions if expatriates receive cross-cultural training and the 
decision if external supported is used for the preparation depends on the basis of existing in-
formation. The general manager has to be aware that cultural differences can cause prob-
lems and that cross-cultural training can be helpful to avoid these problems. Furthermore the 
general manager has to have the information or be aware that the company including the HR 
department is not capable of preparing the expatriates.  
Beside the main findings of this research which have been discussed in sections 5.1 and 5.2 
and the contribution to theory this research work helped to fill existing gaps in the literature 
and furthermore it confirmed and refuted research results of other studies.  
Up to now it was not clear, how many German Mittelstand-SMEs have a branch office in China 
and how many of them have German expatriates working in these branch offices. Neither the 
German embassy in China, the Delegations of German Industry & Commerce in China nor the 
Institute for Small and Medium Sized Enterprises had information about this question. This 
research revealed that less than 450 German Mittelstand-SMEs have a branch office in China 
and that a maximum of 395 of these companies apply German expatriates in their branch 
offices in China. This result shows, that although more than 99% of companies in Germany 
belong to the group of SMEs, this group accounts only for less than 10% of German companies 
in China. 
The literature indicated that in the majority of German SMEs exclusively the general manager 
decides about foreign assignments and all other related components (Bergmann, 2006, Mins-
sen and Schmidt, 2008, IHK Koblenz, 2011). These findings are consistent with the results of 
this research which indicates that in about 94.1% of the surveyed companies the general man-
agers are responsible for the cross-cultural assignment preparation.  
The little available literature about cross-cultural assignment preparation practices of German 
companies suggested that only 20% of the German expatriates, including all types of organi-
sations, receive any form of cultural training prior to their assignments but the proportion of 
how many German Mittelstand-SMEs provide cross-cultural training for their expatriates was 
unknown (Institut für Interkulturelles Management, 2001). This research helped to fill this gap 
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in the literature by revealing that about 28% of German Mittelstand-SMEs provide at least one 
cross-cultural training method prior to assignments in Asia.  
There has only been little research on the reasons why the majority of German SMEs are not 
focusing more efforts and resources to the preparation of cross-cultural assignments for which 
the lack of financial resources seemed responsible (Stroppa and Spiess, 2010). As to see in 
section 4.1.1 this research revealed the reasons why German Mittelstand-SMEs are not focus-
ing efforts and resources to the preparation of cross-cultural assignments very detailed for 
each of the five stages of the cross-cultural assignment preparation process. The presumption 
that the lack of financial resources is a main reason could be disproved by this research be-
cause the lack of financial resources is only for a minority of companies a reason for not in-
vesting more resources in the cross-cultural assignment preparation process. Depending on 
the stage of the cross-cultural assignment preparation process between 5 % (selection stage) 
and 9.1% (training stage) replied that the lack of financial resources is a reason for not invest-
ing more resources in the process, while the majority (47.9% up to 72.7% depending on the 
stage) replied that the current measures are sufficient. This research furthermore revealed that 
the lack of financial resources is only more likely for the segment of training (x² = 5.669, 
crv = .216, p = .017), a reason for companies with up to 249 employees for not investing more 
resources in the preparation process, than for larger organisations.  
It is argued that standardized selection procedures are not visible for foreign assignments in 
German SMEs (Schmierl, 2011). This could not be confirmed in this study, moreover this re-
search revealed that SMEs apply several methods which they use to select and hire employ-
ees for the selection of expatriates what suggests a certain level of standardisation. This is 
also suggested by the comparable high average number of 5.7 applied selection measures for 
expatriates (Zibarras and Woods, 2010). That, as suggested in the literature, language skills 
and the compatibility with family demands seem to be the most important selection criterion 
for foreign assignments in German SMEs could also only be partly confirmed (Minssen and 
Schmidt, 2008). In this research the evaluation of qualification and experience is the most often 
applied selection method, followed by the evaluation of language skills, the assessment of 
performance, the evaluation of the CV and the work experience abroad. The compatibility with 
family demands comes only on the sixth spot. 
These results have not only relevance in terms contributing to theory and confirming results or 
filling gaps in the literature but are also of practical relevance for general managers, consult-
ants and trainers and finally educational institutions what is discussed in more detail in the 
following section. 
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5.3.2  Contributions to practice 
The results of this research are in terms of practical relevance in particular for three groups 
interesting. The first group consists of general managers of SMEs which apply expatriates or 
want to apply expatriates in the future while the second group consists of consultants and 
trainers for cross-cultural assignment preparation who offer their services to companies which 
want to prepare their expatriates for their cross-cultural assignments. The third group consists 
of the chambers of commerce who organise the German system of apprenticeship. 
5.3.2.1  Relevance for general managers 
This research is relevant for general managers of German Mittelstand-SMEs who have expat-
riates within their organisations or who want to apply expatriates in the future. These general 
managers can compare the number of applied measures, the types of applied measures and 
the number of paid days off for preparation with the expatriation process of their own compa-
nies. This kind of benchmarking will help the general managers to gain transparency about 
how other companies of their size prepare their expatriates for their cross-cultural assign-
ments.  
Additionally this research suggests that HR departments of German Mittelstand-SMEs are not 
capable of managing the whole cross-cultural assignment process, including the training for 
cultural differences and that those general managers who realized this are willing to use ex-
ternal support for upcoming expatriations. This can be food for thought for those general man-
agers who have relied until now on their HR departments without using external support for 
expatriations, to overthink their current cross-cultural assignment practice or their hiring prac-
tice. They might consider now to hire higher qualified HR personnel or to offer continuing pro-
fessional education to the current HR employees in order to qualify them for the requirements 
of a company which is applying expatriates.   
5.3.2.2  Relevance for consultants and trainers 
Since this research revealed that only a minority of about 28% of the surveyed companies 
applies at least one cross-cultural training method for their expatriates and less than 12% of 
the surveyed companies apply at least one cross-cultural training method for the families of 
expatriates, consultants and trainers in this field know now that their potential for services re-
lated to cross-cultural assignment preparation is by far not exhausted. This research further-
more highlighted that HR departments of German Mittelstand-SMEs are in the most cases too 
small and from their function not capable of managing the whole cross-cultural assignment 
preparation process, including the preparation of expatriates and their families to deal with 
cultural differences. Another important point is that the lack of financial resources is only for 
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a minority of 9.1% in the training stage a reason for not investing more resources in the prep-
aration of expatriates, while 47.9% of the surveyed general manager believe that the currently 
applied measures are sufficient. That suggests that resources for more training measures are 
available but the general managers have to be convinced that the current applied measures 
are probably not sufficient. These information can be helpful for upcoming marketing activities 
or marketing campaigns of consultants or trainers which should rather be aimed at general 
managers, who are in the most cases responsible for expatriations than HR departments. 
These campaigns should also address that companies should critical evaluate if their HR de-
partments are capable of managing the process or not and remind the general managers of 
the importance of a preparation on cultural differences. 
The interviews of this research helped to group the companies into three types of companies 
where ‘type 1’ companies already use external support for expatriations. Some general man-
agers of ‘type 3’ companies, which do not provide any form of cross-cultural training, indicated 
that they would consider involving the families of expatriates in the existing processes but have 
not indicated that they want to use external support for the future what makes it difficult to 
convince them of the importance of a proper cross-cultural assignment preparation. However, 
general managers of ‘type 2’ companies replied that they have relied on their HR departments 
but after thinking about the whole process they realized that HR is not capable and replied that 
they are willing to use external support in the future. Although in practice it will be difficult to 
identify ‘type 2’ this research suggests that there are good chances to convince general man-
agers of ‘type 2’ companies to use external support in the future.  
5.3.2.3  Relevance for educational institutions 
Although one would expect that the presence of an HR department professionals all HR related 
processes, the research results suggest, that HR departments have rather negative effect on 
the cross-cultural assignment preparation process. As already explained the reason here fore 
is, that HR departments of German Mittelstand-SMEs are relatively small and are staffed with 
HR generalists who carry out generic activities like payroll, leave and benefits. This has clearly 
relevance for the German education system. While larger organisations tend to employ higher 
qualified HR personnel with university degrees, smaller organisations obviously tend to employ 
HR employees who completed a commercial apprenticeship within the German system of ap-
prenticeship (vocational college and enterprise) and have therefore lower salary expectations 
(Haufe, 2012). 
While universities offer a broad range of business administration degrees (bachelor and mas-
ter) with focus on HR the German system of apprenticeship does not offer an apprenticeship 
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with such a specialisation. Therefore companies tend to employ in their HR departments em-
ployees with a general commercial apprenticeship (Haufe, 2012). 
As outlined in the literature review, international trade is growing steadily, as well as the contact 
between employees of different countries and cultures what is especially relevant for Germany, 
with its strong SME sector and its export oriented economy. The German system of appren-
ticeship should take this development into account and offer apprenticeships with focus on HR, 
including international HR management in order to meet the requirements of international ori-
ented organisations which only have small HR departments without university graduates.  
5.4  Limitations of the research 
Although the results of this research contribute to expatriation theory and practice this research 
has limitations which have to be considered. 
The first point which has to be considered is the spatial restriction of this research. This re-
search is limited to German Mittelstands-SMEs which have a branch office and expatriates in 
Afghanistan, Azerbaijan, China, Hong Kong, India, Israel, Indonesia, Japan, Malaysia, Philip-
pines, Russia, Singapore, South Korea, Taiwan, Thailand, Turkey, United Arab Emirates or 
Vietnam. Therefore the results can not automatically be transferred to cross-cultural assign-
ment preparation practices of German Mittelstand-SMEs which send their expatriates to other 
parts of the world.  
Secondly the participation rate has to be considered. Since it is not clear how many German 
Mittelstand-SMEs have a branch office with German expatriates in the surveyed Asian nations 
it was not possible to determine the exact population for this research and therefore it is also 
not clear if a confidence level of 95% has been reached. However, given that only for China 
the upper limit for German Mittelstand-SMEs has been determined with about 395 companies 
with 61 valid answers the participant rate was at least 15.44 %. For the case that all of these 
395 companies fall under the Mittelstand-SME definition and employ expatriates in China 196 
valid answers would have been needed in order to a confidence level of 95% on the other hand 
the 61 valid answers would have been sufficient reach the confidence level of 95% when out 
of the 395 companies only 71 would have fallen under the Mittelstand-SME definition of this 
research and work with German expatiates in China (Saunders et al., 2009, p. 219). Since it is 
very unlikely that only 71 companies met the requirements to be regarded in this research what 
would also correspond to a participation rate of 86% it is also very unlikely that a confidence 
level of 95% has been reached for the Chinese questionnaire. Given that the response rate for 
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the other surveyed Asian nations was significant lower than the response rate of the compa-
nies from China it is very likely that the total valid responses were not sufficient to obtain the 
desired confidence level of 95%. The participation rate for the second survey (Asian nations 
without China) would certainly have been higher when the same process would have been 
applied in order to determine on the one hand which companies felt under the Mittelstand-SME 
definition have been applied on the one hand to identify which companies probably belong to 
the target group of this research and on the other hand the process to collect the personal 
email addresses of the general managers which is described in section 3.5.2 and has been 
applied for the Chinese survey. But although the response rate for the Chinese survey was 
higher it was very likely by far not high enough to reach confidence level of 95% and therefore, 
the probability is low that a higher participation rate in the second survey would have been 
sufficient to reach the required number of valid answers and therefore a confidence level of 
95%. 
Thirdly it has to be considered that the survey did not specifically assess which cross-cultural 
assignment preparation practices have been applied to different levels of foreign experiences 
of expatriates and their families. It is unlikely that expatriates and their families of German 
Mittelstand-SMEs who go to Asia have the same level of foreign experience and therefore it is 
also unlikely that they require the same preparation process. The preparation requirements of 
a 25 year old expatriate who goes for the first time to China and an expatriate who is 48 years 
old and has already been on three cross-cultural assignments are for sure different. 
Fourthly the respondents have only been asked to indicate which methods are applied within 
the cross-cultural assignment preparation process. The frequency of use and the intense of 
use have not been covered by this research. This is relevant because it surely makes a differ-
ence if someone receives two weeks of language training compared to someone who only 
receives one day of language training.  
Fifthly the quantitative data was collected between the 21st December 2015 and 11th March 
2016 and the interviews were conducted between the 5th August 2016 and 1st September 2016. 
Therefore this research was cross-sectional and the results present only a snapshot of the 
current situation, a development or changes of cross-cultural assignment preparation pro-
cesses over time have not been examined with this research approach and even if there was 
no evidence for this in the interviews there is still the risk that the research results can be 
affected by external factors, in particular by the so called ‘refugees crisis’ and the extensive 
media coverage which often underlined the problematic of cultural differences what could have 
increased the sensibility of the general managers for issues which relate to cultural differences 
(Saunders et al., 2009).  
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5.5  Recommendations for further research 
Following recommendations for further research in this area could be derived from the re-
search results and the limitations of this research work. 
Given that the field of expatriation in German SMEs is not very much explored this research 
work examined how German Mittelstand-SMEs which have overseas branch in Asia prepare 
their expatriates and their families for their cross-cultural assignments and what influence does 
the time the general managers spent in a foreign culture have on the cross-cultural assignment 
preparation process’ (Kontinen and Ojala, 2012, Schmierl, 2011). Although the results of this 
research work contributes to theory and practice and helps to fill gaps in the literature there is 
need for further research to explore how German Mittelstand-SMEs in other regions of the 
world prepare their cross-cultural assignments and if there are differences comparted to the 
cross-cultural assignment preparation process for Asia which have been examined in this re-
search work. As described in the prior section this research also provides an explanation why 
German SMEs are not focusing more efforts and resources to the preparation of cross-cultural 
assignments and contributed to fill this gap in the literature but since these explanations are 
only based on 121 responses further research is required in order to confirm these results.  
Furthermore it would be interesting to examine if the cross-cultural assignment preparation 
process of German Mittelstand-SMEs changes over time what could be done by replicating 
this research work in the future, what should be possible without major problems, given that 
the applied approach is detailed explained in this research work. For other researchers who 
are willing to conduct a similar study it has to be highlighted that the applied approach to iden-
tify German Mittelstand-SMEs in China out of thousands of companies and the email ad-
dresses of their general managers was very time consuming and required a lot of patience. 
This research revealed which methods are applied by German Mittelstand-SMEs within the 
cross-cultural assignment preparation process but it did not examine the frequency and intense 
of use of the applied measures which needs to be explored by further research works, as well 
as if there are differences between the time general managers spent in a foreign culture, the 
size of organisations, the presence of HR departments and the frequency and use of applied 
measures. 
As already mentioned in section 4.2.5 in the quantitative data analysis there were no significant 
associations between the time general managers spent in a foreign culture and the use of 
cultural training methods to prepare the cross-cultural assignments. However, the interviews 
indicate that all those general managers who spent more than six months in a foreign culture 
either already provide cultural training for their expatriates in order to prepare them for cultural 
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differences or have replied in the interviews that they are willing to provide cross-cultural train-
ing for future expatriates. This suggests a correlation between the time general managers 
spent in a foreign culture and application of cross-cultural training, which could not be tested 
with the quantitative data which has been collected for this research because the potential 
negative effect of HR departments on the process and the willingness for using external sup-
port and the willingness to apply cross-cultural training in the future have not been covered by 
the questionnaire. Therefore the correlation between time general managers spent in a foreign 
culture and the use of cross-cultural training methods or the willingness to use it in the future 
excluding the factor ‘presence of HR department’ which seems to have a negative impact on 
the application of cross-cultural training methods should be examined in further research. 
This leads to the last recommendation for further research. Although the qualitative part of this 
research suggests a correlation between the time the general managers spent in a foreign 
culture, the application of cross-cultural training methods and the use of external support it is 
not clear if other factors, as for example the general manager’s level of ‘intercultural sensitivity’ 
are relevant factors which influence the cross-cultural assignment preparation processes of 
German Mittelstand-SMEs. The term ‘intercultural sensitivity’ is a concept originally from 
Bhawuk and Brislin (1992: 416) and it is argued that it can be measured with the Intercultural 
Development Inventory (IDI) which is a frequently used instrument to measure intercultural 
sensitivity in a satisfactory way and it has been applied in several research works and in over 
60 doctoral theses (Altshulera et al., 2003, Greenholtz, 2000, Paige et al., 2003). 
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Chapter 6: Reflective Diary 
6.1  Introduction 
The aim of this final chapter six is to give an overview about what I learned and how I devel-
oped my skills within the DBA program. After five years of working experience I did my ‘Bach-
elor of Business’ with a focus on international Business in an international environment at 
BOND University of Australia. After returning to Germany I continued to work and at the same 
time I started with a part-time MBA. I really enjoyed both studies and wanted therefore to con-
tinue my academic path without stopping to work and the next step was consequently a part-
time doctoral degree. After evaluation of different DBA programs I made the decision to apply 
for the DBA program of the University of Surrey. Relevant decision factors where on the one 
hand the good reputation and the accreditations of the Surrey Business School and on the 
other hand that the DBA program has been tailored to German part-time students, because it 
was important to me that I was able to continue working. The program was divided up into two 
stages. The first stage consisted of five workshops and the second stage consisted of writing 
the thesis. 
6.2  Workshops 
The five workshops took place within the first year in Lippstadt, Germany. 
6.2.1  Induction and Philosophical Underpinnings to Research Methods 
The first workshop covered the epistemological and ontological underpinnings of research and 
the main research paradigms. The first assignment was divided up into two parts. In the first 
part we had to explain 12 terms (e.g. epistemology or validity) and link them to our research 
proposal. In the second part we had to explain how research design is influenced by the back-
ground assumptions based upon different research paradigms and to link this again to our 
proposed research work. Given that I have never used these concepts before I felt a bit over-
whelmed after the first workshop. That is why I had to read a lot in order to get a better under-
standing of the whole topic. I passed the assignment and I learned how to apply the covered 
concepts in my thesis. 
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6.2.2  Quantitative research methods 
The second workshop covered quantitative research methods and aimed to give us a deeper 
understanding of quantitative research methodology, design and methods. The workshop cov-
ered furthermore the basics of how to apply SPSS in quantitative research 
During my bachelor studies I have already worked with SPSS, however, the workshop, the 
assignment and the textbook helped me to refresh my basic SPSS skills and to demonstrate 
how to use SPSS in a quantitative research work. The assignment helped me to learn how to 
work with big amounts of numbers and to choose the right methods to analyse these numbers. 
At this point in time it was clear to me to apply quantitative methods in my research. 
6.2.3  Qualitative research methods 
Workshop three covered qualitative research methods and aimed to give us a deeper under-
standing of qualitative research methodology, design and methods. The assignment was again 
divided up into two parts. In the first part we had to develop a research question with a link to 
our working environments and in the second part we had to develop a research proposal in-
cluding a brief literature review, epistemological assumptions and underpinnings of the re-
search, the research design and the applied qualitative data collection method. 
My personal outcome of this workshop and the assignment was that I changed my mind in 
terms of which methods to apply in my thesis. After the first two workshops I considered myself 
as a pure positivist and I was convinced at this point in time to conduct a pure quantitative 
research. However, the qualitative research workshop changed my mind and demonstrated 
that there are research questions which can not be answered with quantitative research meth-
ods and that a triangulation of methods can increase the quality of a research work. 
6.2.4  Critical evaluation of research 
The purpose of this workshop was to learn how to critical evaluate literature sources, especially 
published research papers. The assignment following the workshop was to analyse and eval-
uate two articles of which one article had a quantitative and the other article had a qualitative 
research approach. 
Until this workshop I was always in good faith that articles which are published in academic 
journals are always of very good quality, however, the assignment demonstrated that even I, 
as a beginner in academic research, was able to identify several weaknesses in one of the two 
academic papers. I learned that the quality of published papers can differ significantly between 
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journals and that the ABS list is a good first indicator for the quality of a journal and conse-
quently also for articles which are published in this journal. Furthermore I learned which proof 
points have to be regarded when literature is analysed. 
6.2.5  Proposal writing workshop 
The purpose of the proposal writing workshop was, as the name says, to prepare us for the 
writing of our own research proposal. In contrast to the first four workshops we did not have to 
write an assignment but our final research proposal at the end of the workshop. The workshop 
helped me to structure my proposal and to bring in every required point. I chose this research 
topic because I have noticed during my time in Australia and my visit to China that cultural 
differences can lead to real problems. Furthermore this topic seemed (and still seems) to be 
of great practical relevance because although there is a lot of literature available on expatriates 
assignments there is only little literature available on how German Mittelstand-SME handle 
cross-cultural assignments processes and what influence the general managers have on these 
processes. 
6.3  Thesis writing 
I have experienced the thesis writing as two parts. The first part consisted of the literature 
review (chapters one and two) and the second part consisted of all other chapters. The litera-
ture review was a real challenge for me, because I underestimated the required time at the 
beginning. What I have also learned at the beginning during the literature review was that 
scientific work is very different from what I was used to from work. I was used to write reports 
and to create presentations always very management orientated without considerable discus-
sions. However, my former supervisors Almuth McDowall and Mark Saunders explained to me 
what they expect from me in terms of discursive writing and supported me until I reached the 
required level. The thesis writing, especially the writing of the literature review clearly changed 
the way how I handle tasks today. Regardless if it was my master thesis or a power point 
presentation in the past I have never started at point ‘a’ and worked through until I reached ‘z’ 
instead I jumped from ‘b’ to ‘w’ and back to ‘e’. This way of unstructured working was never 
a real problem until I started with my DBA thesis. I have quickly noticed that I would not be 
able to succeed without a structured approach and therefore I had to force myself to create 
and follow a structured method in this research. Therefore I wrote chapters two to six in a row 
without jumping between the chapters.  
The second part of the thesis writing was easier for me because it was practice orientated. 
Here the workshops have been helpful to choose the research methodology, the research 
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design and the data collection methods. Without the qualitative research workshop I probably 
would have tried to answer the research question by only applying quantitative methods. The 
preparation of the quantitative data collection was very time consuming and took several 
months, however in retro perspective it was worth it because I was able to refine the target 
group and thus I managed to contact the general managers directly. The feedback on my 
emails was very positive and underlined the importance of this research work because I re-
ceived several emails from general managers who apologized that they could not participate 
in my research because they do not work with expatriates in China but they would like to get 
a summary of my results. Also chambers of commerce and consultant companies have asked 
for the result of my research. 
Because the applied questionnaire had been discussed with my supervisor Stephen Woods 
I was not afraid that the tool might not be sufficient to collect the required data but I have 
experienced fear in terms that only a few general managers would participate in my research 
or that nobody would be willing to participate in the semi-structured interviews. These semi-
structured interviews turned out to be very important for this research because the results of 
the quantitative data analysis could not be explained without the interviews, what confirmed 
the decision for a mixed-method approach. 
The last step was to finalise my thesis by checking the literature for new papers or research 
results which are linked to my research. Against my expectations the field of expatriations in 
German Mittelstand-SMEs was still not very much covered by the literature what again justifies 
this research. 
6.4  General remarks 
During the first workshop we have been asked for our motivation to enroll in the program. My 
answer in 2010 was that my main motivation for enrolling in this DBA program was for increas-
ing my career options. In Germany a doctoral degree is part of the family name and has a very 
high reputation what can be helpful for a career in corporations. This motivation has changed 
over time for two reasons. On the one hand I founded two own companies and therefore a 
career in a corporation was no longer important to me on the other hand I have worked beside 
my job for two semesters as a lecturer for entrepreneurship in a university of applied science. 
This was a great experience and I enjoyed it very much, however, to get a long term contract 
a doctoral degree is required. Thus the doctoral degree opens a new opportunity for which I 
would have never got without a doctoral degree, therefore I will use this chance and apply for 
a long term contract as a lecturer on business schools in my region. 
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During the last six years I got married, I got a wonderful daughter, due my job I moved three 
times, I have built a house and I have founded two to companies which run successfully and 
provide a workplace for 90 employees but during all this time I had a bad feeling because 
I have not finished the DBA thesis and countless sleepless nights because I was nervous that 
I would fail to end my thesis on time. To work fulltime as a business consultant and to start 
a part-time doctoral program was in terms of time management not the best decision, however 
it was the biggest personal challenge of my life and today I am very proud that I successfully 
managed to finish the journey which started in February 2010. 
160 
 
References 
Acton, C. and Miller, R. (2009). SPSS for Social Scientists. Basingstoke: Palgrave Macmillan. 
Adler, N.,J. (1990). A portable life. In Wilson D, Rosenfeld R (Eds.), Managing organizations: 
Text, readings, and cases, pp. 406-415. Maidenhead, England: McGraw-Hill. 
AHK Greater China (2012). http://www.german-company-directory.com/, accessed 
15/12/2016. 
Altshulera, L., Sussman, N.M., Kachura, E. (2003). Assessing changes in intercultural sensi-
tivity among physician trainees using the intercultural development inventory. International 
Journal of Intercultural Relations. Vol. 27, pp. 387–401. 
Argyrous, G. (2011). Statistics for Research: With a Guide to SPSS. New York City, NY: SAGE. 
Arthur, W. Jr and Bennett, W., Jr. (1995). The international assignee: The relative importance 
of factors perceived to contribute to success. Personnel Psychology. Vol. 48, pp. 99-114. 
Association of Chartered Certified Accountants (2012) www.accaglobal.com/en/dis-
cover/news/2012/06/g20-sme.html, accessed 05/06/14. 
Aswathappa, K. (2013). Human Resource Management: Text and Cases. 7th edition. Noida, 
UP, India: Tata McGraw-Hill Education. 
Aycan, Z. and Kanungo, R.N. (1997). Current issues and future challenges in expatriate man-
agement. In Z. Aycan (Ed.), Expatriate management: Theory and research (pp. 245-260). 
Greenwich, Connecticut: JAI Press. 
Ayyagari, M., Beck,T. and Demirgüç-Kunt, A. (2003). Small and Medium Enterprises Across 
the Globe: A New Database. Washington, DC: World Bank Publications. 
Babbie, E. and Rubin,A. (2012). Essential Research Methods for Social Work. 3rd edition. 
Florence, KY: Brooks Cole. 
Baker, W.M. and Roberts, F.D. (2006). Managing the costs of expatriation. Strategic Fi-
nance. May, pp. 35-41. 
Balnaves, M. and Caputi, P (2001). Introduction to quantitative research methods: an investi-
gative approach. London: SAGE. 
Barbazette, J.(2006). Training needs assessment: methods, tools, and techniques. Hoboken, 
NJ: John Wiley and Sons. 
Barney, J.B. (1991). Firm resources and sustained competitive advantage. Journal of Man-
agement. Vol. 17 (1), pp. 99-120. 
161 
 
Barnes, S. J., and Vidgen, R. T. (2006). Data triangulation and web quality metrics: A case 
study in e-government. Information & Management, 43, pp. 767-777. 
Bartezzaghi, E. (2007). Quantitative versus qualitative: Putting the question in the right per-
spective. Journal of Purchasing and Supply Management, Vol 13(3), pp. 193-195. 
Baumgarten, K. (1997). The training and development of staff for international assignments. 
In: Harzing, A. and Van Ruyyssevldt, J. . International Human Resource Management. 
London: SAGE. Pp. 205–228. 
Beeker, D. (2002). Mittelstand von A bis Z. Cologne: GRIN. 
Befus, C.P. (1988). A multilevel treatment approach for culture shock experienced by sojourn-
ers. International Journal of Intercultural Relations. Vol. 12, Issue 4, pp. 381-400. 
Bell, J.(2010). Doing Your Research Project. New York City, NY: McGraw-Hill Education. 
Benesh, P. (2000). As more Americans work abroad, risks, rewards for both sides rise. In-
vestor’s Business Daily, 10. 
Berghoff, H. (2006). The end of family business? The Mittelstand and German capitalism in 
transition, 1949-2000. Business History Review 80, No. 2, pp. 263-295. 
Berrell, M., Wright, P. and Van Hoa,T.,T. (1999). The influence of culture on managerial be-
haviour. Journal of Management Development. Vol. 18 Issue: 7, pp. 578-589. 
Bhaskar-Shrinivas, P., et al. (2005). Input-Based and Time-Based Models of International 
Adjustment. Academy of Management Journal. Vol. 48, No. 2, pp. 257-281. 
Bhaumik, S.K. and Gregoriou, A. (2010). ‘Family’ ownership, tunnelling and earnings manage-
ment: A review of the literature. Journal of Economic Surveys. Vol. 24, No. 4, pp. 705-730. 
Bhawuk, D.P.S. and Brislin, R.W. (2000).Cross-cultural Training: A Review .Applied Psychol-
ogy. Vol. 49, Issue: 1, pp. 162-191. 
Bhawuk, D.P.S. and Brislin, R.W. (1992). The Measurement of Intercultural Sensitivity Using 
the Concepts of Individualism and Collectivism. International Journal of Intercultural Rela-
tions. Vol. 16, pp. 413-436. 
Birdseye, M.G. and Hill, J.S. (1995). Individual, Organizational/Work and Environmental Influ-
ences on Expatriate Turnover Tendencies: An Empirical Study. Journal of International 
Business Studies. Vol. 26, pp. 787-813. 
Black, K. (2011). Business Statistics: For Contemporary Decision Making. Hoboken, NJ: 
John Wiley & Sons. 
162 
 
Black, J. S., Gregerson, H. B., Mendenhall, M. E. and L. K. Stroh (1999). Globalizing People 
Through International Assignments. Upper Saddle River, NJ: Prentice Hall. 
Black, J.S. and Gregersen, H.B. (1999). The Right Way to Manage Expats. Harvard Busi-
ness Review. Vol. 77(2): 52-59. 
Black, J.S. and Mendenhall, M. (1991). The U-Curve Adjustment Hypothesis Revisited: A 
Review and Theoretical Framework. Journal of International Business Studies. Vol. 22, 
No. 2, pp. 225-247. 
Black J.S, and Mendenhall M. (1990). Cross-cultural training effectiveness: A review and a 
theoretical framework for future research. Academy of Management Review. Vol. 15, 
pp. 113-136. 
Block, J. H. and Spiegel, F. (2011). Family Firms and Regional Innovation Activity: Evidence 
from the German Mittelstand. Munich Personal RePEc Archive. 
Boehringer Ingelheim Unternehmensmagazin (2011). http://unternehmensbericht.boehringer-
ingelheim.de/uploads/media/BoehringerIngelheim_Unternehmensbericht_2011_ge-
samt_01.pdf, accessed 10/06/14. 
Bonache, J., Brewster, C. and Suutari, V. (2001). Expatriation: A Developing Research 
Agenda, Thunderbird International Business Review. Vol. 43, pp. 3-20. 
Börstler, B. and Steiner, J. (1982). Zur Personalsituation in mittelständischen Betrieben des 
produzierenden Gewerbes: Ergebnisse einer empirischen Untersuchung. Göttingen: 
Schwartz. 
Boyacigiller, N.,A., Kleinberg,J., Phillips, M.,E. and Sackmann, S.,A. (2003). Conceptualizing 
Culture: Elucidating the Streams of Research in International Cross-Cultural Management, 
iIn Handbook for International Management Research. 2nd edition, ed. B.J. Punnett and 
O. Shenkar, pp. 99-167. Ann Arbor, MI: University of Michigan Press. 
Brewster, C. (1988). The Management of Expatriates. Human Resource Research Center 
Monograph. No. 2, Cranfield School of Management.  
Brewster, C. and Scullion, H. (1997). Expatriate HRM: A Review and an Agenda. Human Re-
source Management Journal. Vol. 7(3): 32-41. 
Brislin, R. and Yoshida, T. (1994). Intercultural communication training. Thousand Oaks, CA: 
SAGE. 
Brown, J. (2002). Training needs assessment: A must for developing an effective training 
program. Public Personnel Management. Vol. 31, Issue 4, pp. 569-578. 
163 
 
Bürgel (2010). www.buergel.de/de/aktuelles/studien/geschaeftsfuehrer-demografie-2010,  
accessed 01/10/2016. 
Caligiuri, P., Phillips, J., Lazarova, M., Tarique, I. and Bürgi, P. (2001). The theory of met ex-
pectations applied to expatriate adjustment: the role of crosscultural training. International 
Journal of Human Resource Management. Vol. 12 :3, pp. 357-372. 
Campbell, D.T. and Staneley, J.C. (1966). Experimental and Quasi-Experimental Designs for 
Research. Chicago: Rand McNally. 
Causin, G.F. and Ayoun, B. (2011). Packing for the trip: A model of competencies for suc-
cessful expatriate hospitality assignment. International Journal of Hospitality Management. 
Vol. 30, pp. 795-802. 
Carson, D. (2001). Qualitative Marketing Research. London: SAGE. 
Cekada, T.L. (2010). Training Needs Assessment Understanding what employees need to 
know. American Society of Safety Engineers. March, pp. 28-33. 
Chew, J. (2004). Managing MNC Expatriates through Crises: A Challenge for International 
Human Resource Management. Research and Practice in Human Resource Management. 
Vol. 12(2), pp. 1-30. 
Chew, J. and Debowski, S. (2008). Developing an Effective Repatriation Strategy for MNC: 
A Model and Tools for International Human Resource Management. Journal of Compara-
tive International Management. Vol. 11, No.2, pp. 3-21. 
Child, J., Faulkner, D. and Tallman, S.B. (2005). Cooperative strategy. 2nd edition. Oxford: 
Oxford University Press. 
Chow, C.,W., Shields, M.,D. and Wu, A. (1999). The importance of national culture in the de-
sign of and preference for management controls for multi-national operations. Organiza-
tions and Society. Vol. 24, pp. 441-461. 
Cohen, L., Manion, L. and Morrison, K. (2007). Research methods in education. 6th edition. 
London: Routledge. 
Collings, D.,G., Scullion, H. and Morley. M.,J. (2007). Changing Patterns of Global Staffing in 
the Multinational Enterprise: Challenges to the Conventional Expatriate Assignment and 
Emerging Alternatives. Journal of World Business. Vol. 42, pp. 198–213. 
Comet, A. (1988). Introduction to Positive Philosophy. Paris: Carillian-Goeury and Dalmont. 
Copeland, L. and Griggs, L. (1985). Going international. New York: Random House. 
Cooper, D.R. and Schindler, P.S. (2008). Business Research Methods. 10th edition. Bos-
ton, MA and Burr Ridge, IL: McGraw-Hill. 
164 
 
Courrent, J.-M. and Gundolf K. (2009). Proximity and micro-Enterprise manager’s ethics: 
A French empirical study of responsible business attitudes. Journal of Business Ethics. 
Vol. 8 (4), pp. 749-762.  
Crawford, S.D., Couper, M.P. and Lamias, M.J. (2001). Web Surveys: Perception of bur-
den. Social Science Computer Review. Vol. 19, pp. 146-162. 
Creswell, J.W. and Plano Clark, V. L. (2011). Designing and Conducting Mixed Methods Re-
search. London: SAGE. 
Creswell, J. W., Plano Clark, V. L., Gutmann, M. L., & Hanson, W. E. (2003). Advanced 
mixed methods research designs. In A.Tashakkori and C.Teddlie (Eds.), Handbook of 
mixed methods in social and behavioral research (pp. 209-240). Thousand Oaks, CA: 
SAGE. 
Crouch, S. and Housden, M. (2003). Marketing research for managers. 3rd edition. Oxford: 
Butterworth-Heinemann. 
Crumley, J. S. (2009). An Introduction to Epistemology. 2nd edition. Peterborough: Broadview 
Press. 
Cunningham, L. X.(2010). Managing human resources in SMEs in a transition economy: evi-
dence from China. The International Journal of Human Resource Management. Vol. 21, 
No. 12, pp. 2120-2141. 
Curran, J. and Blackburn, R.A. (2001). Researching the Small Enterprise. London: SAGE. 
Da-Cruz, P. and Cappallo, S. (2008). Gesundheitsmegamarkt Indien. Wiesbaden, Gabler 
Verlag. 
Deeg, R. (1998). What Makes German Banks Different. Small Business Economics. Vol. 10, 
pp. 93-101. 
Delaney, J. T. and Huselid, M.A. (1996). The impact of human resource management prac-
tices on perceptions of organizational performance. Academy of Management Journal. 
Vol. 39, No.4, pp. 949-969. 
Deloitte (2008). https://www.dgfp.de/wissen/personalwissen-direkt/doku-
ment/81823/herunterladen, accessed 03/10/2016. 
Desatnick, R.L. and Bennett, M.L. (1978). Human Resource Management in the Multinational 
Company. New York: Nichols. 
Deshpande, S.P. and Viswesvaran, C. (1992). Is cross-cultural training of expatriate manag-
ers effective: A meta-analysis. International Journal of Intercultural Relations. Vol. 16, 
pp. 295-310. 
165 
 
Destatis (2016) www.destatis.de/DE/ZahlenFakten/GesamtwirtschaftUm-
welt/Aussenhandel/Handelspartner/Tabellen/RangfolgeHandelspartner.pdf?__blob=publi-
cationFile, accessed 20/07/16. 
Deutsche Bank (2009). www.firmenkunden.deutsche-bank.de/docs/Dynamische_Viel-
falt_als_Chance.pdf, accessed 03/06/14. 
Deutskens, E., de Ruyter, K., Wetzels, M. and Oosterveld, P. (2004).Response Rate and Re-
sponse Quality of Internet-Based Surveys: An Experimental Study. Marketing Letters. 
Vol. 15, No. 1, pp. 21–36. 
De Vaus, D.A. (2001). Research Design in Social Research. London: SAGE. 
Dillman, D.A. (2007). Mail and Internet Surveys: The Tailored Design Method. New York: 
John Wiley. 
Dowling, P. J., and Welch, D. E. (2004). International Human Resource Management: Man-
aging people in an international context. 4th edition. London: Thompson learning. 
Dowling, P.J., Welch, D.E. and Schuler, R.S. (1999). International Human Resource Man-
agement: Managing People in a Multinational Context. Cincinnati, OH: South-Western Col-
lege Publishing. 
Drucker-Godard, C., Ehlinger, S. and Grenier, C. (2001). Validity and reliability. In R.A. Thié-
tart et al. (ed.), Doing Management Research. London, Thousand Oaks, New Dehli: SAGE 
Publications, pp. 198-219. 
Du Bois, C. (1951). Midwest regional meeting of the Institute of International Education in 
Chicago. November 28, 1951. 
Duerr, M.G. (1986). International Business Management: Its Four Tasks. Conference Board 
Record.  
Dunn, K. (2005). Interviewing, in Hay, I. (ed.). Qualitative Research Methods in Human Ge-
ography. 2nd edition. Melbourne: Oxford University Press, pp. 79-105. 
Easterby-Smith, M. Thorpe, R., Jackson, P. and Lowe, A. (2008). Management Research. 3rd 
edition. London: SAGE. 
Eastwood, K. and Renard, M.(2008). Training The Trainers: Parlate Italiano? An Experiential 
Exercise In International Human Resources. International Business & Economics Re-
search Journal. Vol. 7, No. 8, pp. 1-10. 
ECA International (2012). http://www.eca-international.com/news/press_re-
leases/7727/#.VN977_m-_GA, accessed 23/03/15. 
166 
 
Edström, A. and Galbraith, J.R. (1977). Transfer of managers as a control and coordination 
strategy in multinational organizations. Administrative Science Quarterly. Vol. 22, pp. 11-22. 
Eisenhardt, K. (1989). Building Theories from Case Study Research. Academy of Manage-
ment Review. Vol. 14, No. 4, pp. 532-550. 
Engelen, E., Konings, M. and Fernandez, R. (2010). Geographies of financialization in disarray: 
the Dutch case in comparative perspective. Economic Geography. Vol. 86, Issue 1, pp. 53-73. 
Eriksson, P. and Kovalainen, A. (2008). Qualitative Methods in Business Research. London: 
SAGE. 
Eschbach, D.M., Parker G.E. and Stoeberl, P.A.(2001). American repatriate employees’ ret-
rospective assessments of the effects of cross-cultural training on their adaptation to inter-
national assignments. The International Journal of Human Resource Management Vol. 
12:2, pp. 270-287. 
European Commission (2010). Internationalization of European SMEs http://ec.eu-
ropa.eu/DocsRoom/documents/10008/attachments/1/translations/en/renditions/pdf, ac-
cessed 30/09/2016. 
European Commission (2011). http://ec.europa.eu/enterprise/policies/sme/promoting-entre-
preneurship/files/skillsneeds_final_report_final_180211_en.pdf, accessed 30/09/2016. 
Ezzedeen, S.R. and Rao, P. (2000). Cross-cultural training and expatriate effectiveness: The 
case of the Peace Corps. Paper presented at the Academy of Management Conference, 
Toronto, Ontario, Canada. 
Fanelli, D. (2009). How many scientists fabricate and falsify research? A systematic review 
and meta-analysis of survey data. PloS one, 4(5), e5738. 
Feather, J. and Sturges, R. (2003). International Encyclopaedia of information and library sci-
ence. 2nd edition, London. 
Ferdman, B.,M. and Brody, S.,E.(1996). Models of Diversity Training. In Landis, D. and Bhagat, 
R.,S. (Eds.) (1996). Handbook of intercultural training, 2nd edition. pp. 282-303. Thousand 
Oaks, CA: SAGE. 
Festing, M. (2000). The effects of International Human Resource Management strategies on 
global leadership development. In: Mendenhall, M. E., Kühlmann, T. M. and Stahl, G. K. 
(Hg.): Developing global leaders: Policies, processes, and innovations. Westport, CT: 
Greenwood Publishing Group. pp. 37-56. 
Fitzgerald, B. and Howcroft, B. (1998). Towards Dissolution of the IS Research Debate: From 
Polarisation to Polarity.Journal of Information Technology. Vol. 13, No. 4, pp. 313-326. 
167 
 
Forster, N. (2000a). Expatriates and the impact of cross-cultural training. Human Resource 
Management Journal. Vol. 10, No. 3, pp. 63-78. 
Forster, N. (2000b). The myth of the international manager. International Journal of Human 
Resource Management. Vol.1, pp. 126-142. 
Forzano, L. and Gravetter, F. (2008). Research Methods for the Behavioural Sciences. 3rd 
edition. Florence, KY: Cengage Learning EMEA. 
Fowler, S.,M. and Blohm, J.,M. (2004), in Landis, D. Bennett, J.,M. and Bennett M.,J., Hand-
book of Intercultural Training. 3rd edition, pp. 37-84.Thousand Oaks, CA: SAGE. 
Gannon, M.J. and Poon, J., M., L. (1997).Effects of alternative instructional approaches on 
cross-cultural training outcomes. International Journal of Intercultural Relations. Vol 21, 
No. 4. pp. 429-446. 
Gail, M.H. and Bénichou, J. (2000). Encyclopaedia of Epidemiologic Methods. Hoboken, NJ: 
John Wiley & Sons. 
Gibbons, M.,L., Limoges, H., Nowotny,S., Schwartman, P.,Scott, P. and Trow, M. (1994). 
The New Production of Knowledge: The Dynamics of Science and Research in Contempo-
rary Societies. London: SAGE. 
Gideon, L. (2012). Handbook of Survey Methodology for the Social Sciences. Berlin: 
Springer Science & Business Media. 
Göritz, A.,S. (2006). Incentives in Web Studies: Methodological Issues and a Review. Inter-
national Journal of Internet Science. Vol. 1, No.1, pp. 58-70. 
Göritz, A.S. (2004). The impact of material incentives in online access panels. International 
Journal of Market Research. Vol. 46 Quarter 3, pp. 327-345. 
Gräf, L. (1999). Optimierung von WWW-Umfragen: Das Online Pretest- Studio. In: Batinic, 
Bernad/Werner, Andreas/Gräf, Lorenz/Bandilla, Wolfgang (Hrsg.):Online research: Metho-
den, Anwendungen und Ergebnisse.Göttingen u.a.: Hofgrefe Verlag für Psychologie. Pp. 
159-178. 
Graham, J.L. and Lam, N.M. (2004).Geschäfte mit Chinesen. Harvard Business Manager 
(German edition). Vol. 3, pp. 26-34. 
Graubner, M. (2006). Task, firm size, and organizational structure in management consulting: 
an empirical analysis from a contingency perspective. Wiesbaden: DUV 
Gray, D. E. (2013). Doing research in the real world. 3rd edition. London: SAGE. 
168 
 
Greenholtz, J. (2000). Assessing Cross-cultural Competence in Transnational Education: 
The Intercultural Development Inventory. Higher Education in Europe. Vol. 25, Issue 3, 
pp. 411-416. 
Grinnell, R.M. and Unrau, Y. A.(2010). Social Work Research and Evaluation: Foundations of 
Evidence-Based Practice. Oxford: Oxford University Press. 
Gutmann, J. and Kabst, R. (2000). Internationalisierung im Mittelstand: Chancen, Risiken, 
Erfolgsfaktoren. Gabler Verlag: Wiesbaden. 
Habedank, C. (2006). Internationalisierung im deutschen Mittelstand: Ein kompetenzorien-
tierter Ansatz zur Erschließung des brasilianischen Marktes. Berlin: Springer Verlag. 
Hair, J. F., Celsi, M., Money, a., Samouel, P. and Page, M. (2015). Essentials of Business 
Research Methods. 3rd edition. London: Routledge. 
Hair, F.F., Black, W.C., Babin, B.J., Anderson, R.E. (2009). Multivariate Data Analysis (7th 
edition). Upper Saddle River, NJ: Prentice Hall. 
Harrison, D. A., Shaffer, M. A. and Bhaskar-Shrinivas, P. (2004). Going places: Roads more 
and less traveled in research on expatriate experiences. In J. J. Martocchio (Ed.), Re-
search in personnel and human resources management. Vol. 23, pp. 199-247. Greenwich, 
CT: JAI Press. 
Harris, P. R., Moran, R. T. and Moran, S. (2004). Managing cultural differences. 6th edition. 
New York: Elsevier. 
Harris, H. and Brewster, C. (1999). An integrative framework for pre-departure preparation. 
In: Brewster, C. and Harris, H. (Eds.), International HRM : Contemporary issues in Europe. 
London: Routledge, pp. 223-240. 
Harvey, M., Speier, C. and Novecevic, M.M. (2001). A Theory-based Framework for Strate-
gic Global Human Resource Staffing Policies and Practices. International Journal of Hu-
man Resource Management. Vol. 12(6), pp. 898-915. 
Harzing, A.W.K. and Christensen,C. (2004). Expatriate failure: time to abandon the concept?, 
Career Development International. Vol. 9 Issue: 7, pp. 616-626. 
Harzing, A.W.K. (2002). Are our referencing errors undermining our scholarship and credibil-
ity? The case of expatriate failure rates. Journal of Organizational Behaviour. Vol. 23, 
pp. 127-48. 
Harzing, A.W.K. (1995). The persistent myth of high expatriate failure rates. The International 
Journal of Human Resource Management. Vol. 6, No. 2, pp. 457-475. 
169 
 
Haufe (2012). http://ecampus.haufe.de/karriere/berufswunsch-personaler-einstiegswege/, ac-
cessed 20/05/2017. 
Hays, R.D. (1974). Expatriate Selection: Insuring Success and Avoiding Failure. Journal of 
International Business Studies. Vol. 5, No.1, pp. 25-37. 
Henry, E.R. (1965). What Business Can Learn from Peace Corps Selection and Training. 
Personnel, 41(July-August). 
Herrera, R. Duncanb, P., A., Greenb, M., Reeb, M and Skaggsc, S.,L. (2011). The relation-
ship between attitudes toward diversity management in the Southwest USA and the 
GLOBE study cultural preferences. The International Journal of Human Resource Manage-
ment. Vol. 22, No. 12, pp. 2629-2646. 
Hoerder, D. (2010). Geschichte der deutschen Migration: vom Mittelalter bis heute. C.H. 
Beck, München. 
Hofstede, G. (2007). Asian management in the 21st century. Asia Pacific Journal of Manage-
ment. Vol. 24, pp. 411-420. 
Hofstede, G., Hofstede, G., J. and Minkov, M.(2010). Cultures and Organizations: Software 
for the Mind. 3rd edition. Dubuque, IA: McGraw-Hill Professional. 
Homburg, C. (1999). Structure and dynamics of the German Mittelstand. Berlin: Springer. 
Howe, K. R. (1988). Against the quantitative–qualitative incompatibility thesis or dogmas die 
hard. Educational Researcher. Vol. 17, pp. 10-16. 
Hughes, J. (2012). SAGE Internet Research Methods. London: SAGE. 
Hugl, U. (2013). Qualitative Inhaltsanalyse und Mind-Mapping: Ein neuer Ansatz für Daten-
auswertung und Organisationsdiagnose. Berlin: Springer-Verlag. 
Huss, M.T. (2008). Forensic Psychology. Hoboken, NJ: John Wiley & Sons. 
IHK Koblenz (2010). Unternehmensbefragung Personalentwicklung 2010. http://www.ihk-
koblenz.de/blob/koihk24/servicemarken/medien_und_oeffentlichkeitsarbeit/down-
loads/1476342/340c43410a66be643c3da82896a4fe08/Unternehmensbefragung_Perso-
nalentwicklung-data.pdf, accessed 30/09/2016. 
Insch, G.S., McIntyre, N. and Napier, N.K.(2008). The Expatriate Glass Ceiling: The Second 
Layer of Glass. Journal of Business Ethics. Vol. 83, pp. 19-28. 
Insch, G.S. and Daniels, J. (2002). Causes and consequences of declining early departures 
from foreign assignments. Business Horizons. Vol. 45, Issue 6, pp. 39-48. 
170 
 
Institut für Interkulturelles Management GmbH (2001). http://www.ifim.de/aktuell/pr-ser-
vice/PR-SERVICE%201-01.pdf, accessed 23/10/2014.  
Instituts für Mittelstandsforschung (IfM) Bonn (2016 a). http://www.ifm-bonn.org/definitio-
nen/kmu-definition-des-ifm-bonn/, accessed 30/09/2016. 
Instituts für Mittelstandsforschung (IfM) Bonn (2016 b). http://www.ifm-bonn.org/statisti-
ken/mittelstand-im-ueberblick/#accordion=0&tab=0, accessed 30/09/2016. 
Ivankova, N., Creswell, J.W. and Stick, S.L. (2006). Using Mixed-Methods Sequential Ex-
planatory Design: From Theory to Practice. Field Methods. Vol. 18, No.1 pp. 3-20. 
Japanese Ministry of Foreign affairs (2005) www.mofa.go.jp/an-
nounce/press/2005/4/0401.html, accessed 30/09/2016. 
Johnson, R.B., Onwuegbuzie, A.J. and Turner L.A.(2007). Toward a Definition of Mixed 
Methods Research. Journal of Mixed Methods Research. Vol. 1, pp. 112-133. 
Kaplowitz, M.,D.,Hadlock, T.,D. and Levine, R.(2004). A comparison of web and mail survey 
response rates. Public opinion quarterly. Vol. 68, No. 1, pp. 94-101. 
Kealey, D.J. and Protheroe, D.R. (1996). The effectiveness of cross-cultural training for ex-
patriates: An assessment of the literature on the issue. International Journal of Intercultural 
Relations. Vol. 20(2), pp. 141-165. 
Kerlinger, F.N. and Lee, H.B. (1999). Foundations of Behavioural Research. 4th edition. New 
York City,NY: Wadsworth Publishing. 
Kidalov, M.V. and Snider, K. F. (2011).US and European Public Procurement Policies for 
Small and Medium-Sized Enterprises (SME): A Comparative Perspective. Business and 
Politics. Vol. 13, Issue 4, pp. 1-43. 
Kienbaum, J., Kabst, R. and Gutmann, J. (2013). Internationalisierung im Mittelstand: Chan-
cen — Risiken — Erfolgsfaktoren. Berlin: Springer-Verlag. 
Kleindorfer, P.R. and Wu, D. J. (2003). Integrating Long- and Short-Term Contracting via 
Business-to-Business Exchanges for Capital-Intensive Industries. Management Science. 
Vol. 49, No. 11, pp. 1597-1615.  
Klenke, K. (2008). Qualitative research in the study of leadership. Bingley: Emerald Group 
Pub. 
Kobrin, S.J. (1988). Expatriate Reduction and Strategic Control in American Multinational 
Operations'. Behaviour. Vol. 27(1), pp. 411-432. 
Kolster, F. and Homann-Kania, V. (2011).Status und Professionalisierung des Personalmana-
gements und dessen Einfluss auf den Unternehmenserfolg. Mering: Rainer Hampp Verlag. 
171 
 
Kontinen, T.and Ojala, A.(2012). Internationalization pathways among family-owned SMEs. In-
ternational Marketing. International Marketing Review. Vol. 29, No. 5, pp. 496-518. 
Kosmider, A.(1994). Controlling im Mittelstand. Eine Untersuchung der Gestaltung und An-
wendung des Controllings in mittelständischen Industrieunternehmen. 2nd edition. 
Stuttgart: Schäffer-Pöschel. 
Kraimer, M.L., Shaffer, M.A. and Bolino, M.C. (2009). The influence of expatriate and repatri-
ate experiences on career advancement and repatriate retention. Human Resource Ma-
nagement. Vol. 48, pp. 27-47. 
Krimphove, D. and Tytko, D. (2002).Der Begriff »mittelständische Unternehmen« in betriebs-
wirtschaftlicher und juristischer Diskussion in: Praktiker-Handbuch Unternehmensfinanzie-
rung. Stuttgart: Schäffer-Poeschel Verlag. 
Lannier, A. (1979). Selecting and Preparing Personnel for Overseas Transfer'. Personnel 
Journal. Vol. 58(3), pp. 160-163. 
Lavrakas, P.J.(2008). Encyclopaedia of Survey Research Methods. London: SAGE. 
Lee, H.W. (2007). Factors that Influence Expatriate Failure: An Interview Study. International 
Journal of Management. Vol. 24, No. 3, pp. 403-413. 
Leech, N. L., Dellinger, A. B., Brannagan, K. B. and Tanaka, H. (2010). Evaluating mixed re-
search studies: A mixed methods approach. Journal of Mixed Methods Research. 
Vol. 4(1), pp. 17-31. 
Leon-Guerrero, A. and Frankfort-Nachmias, C. (2014). Essentials of Social Statistics for a Di-
verse Society. SAGE Publications.  
Lichtman, M. (2009).Qualitative Research in Education: A User's Guide. 2nd edition. London: 
SAGE. 
Lincoln, Y. and Guba, E. (2000). Paradigmatic Controversies, Contradictions, and Emerging 
Confluences in Denzin, N. and Lincoln, Y. (ed.). Handbook of Qualitative Research. Lon-
don: SAGE. 
Lingham, T., Richley, B. and Rezania, D. (2006). An evaluation system for training programs: 
a case study using a four-phase approach. Career Development International. Vol. 11 No. 
4, pp. 334-351. 
Littrell, L.N., Salas E., Hess, K.P., Paley, M. and Riedel, S. (2006). Expatriate preparation: A 
critical analysis of 25 years of cross-cultural training research. Human Resource Develop-
ment Review. Vol.3, No. 3, pp. 355-388. 
172 
 
Luecke, R. (2007). Harvard Business Essentials, Manager’s Toolkit. Boston, MA: Harvard 
Business School Publishing Corporation. 
Lysgaard, S. (1955). Adjustment in a foreign society: Norwegian Fulbright grantees visiting 
the US. International Social Science Bulletin. Vol. 7, pp. 45-51. 
Marchant, K. and Medway, F. (1987). Adjustment and achievement associated with mobility 
and achievement in military families. Psychology in the Schools. Vol. 24, pp. 289-294. 
Martin, J. N. (1987). The relationship between student sojourner perceptions of intercultural 
competencies and previous sojourn experience. International Journal of Intercultural Rela-
tions, 11, 337-355. 
Martin, J. and Meyerson, D. (1987). Cultural change: an integration of three different views. 
Journal of Management Studies. Vol. 24, No.6, pp. 623-647. 
McSweeney, B. (2002). A triumph of faith - a failure of analysis Hofstede's model of national 
cultural differences and their consequences: A triumph of faith - a failure of analysis, Hu-
man Relations. Vol. 55, pp. 89-118. 
Mendenhall, M.E., Dunbar, E. and Oddou, G.E.(1987).Expatriate selection, training and ca-
reer-pathing: a review and critique. Human Resource Management. Vol. 26, No. 3, 
pp. 331-345. 
Mendenhall, M.E., and Oddou, G. (1985). The dimensions of expatriate acculturation: A re-
view. Academy of Management Review. Vol. 19(1), pp. 39–46. 
Mercer (2012). http://www.mercer.de/newsroom/auslandsentsendungen-nehmen-zu-.html, 
accessed 03.10.2016. 
Minssen, H. and Schmidt, S. (2008). Self-selection instead of Selection by the Employer?. 
Zeitschrift für Personalforschung. 22. Jg., Heft 3, pp. 228-248. 
Miles, M.B., Huberman, A.M.(1984). Qualitative data analysis: a sourcebook of new meth-
ods. 9th edition. London: SAGE. 
Misa, K.F. and Fabricatore, J.M. (1979). Return on investment of overseas personnel. Finan-
cial Executive. Vol. 47, pp. 42-46.  
Mishler, A .L. (1965). Personal contact in international exchanges. In H. C. Kelman,e d., In-
ternational behaviour: A social-psychological analysis. New York: Holt, Rinehart & Win-
ston, pp. 550-561. 
Mittelstandsinstitut Niedersachsen e.V. http://www.mittelstandsinstitut-niedersachsen.de, ac-
cessed 03/10/2016. 
173 
 
Morse, J. M. (1991). Approaches to qualitative-quantitative methodological triangulation. 
Nursing Research. Vol. 40, pp. 120-123. 
Mugler, J.(1998). Betriebswirtschaftslehre der Klein- und Mittelbetriebe. 3rd edition. Wien: 
Springer. 
Muijs, D. (2004). Doing quantitative research in education with SPSS. London: SAGE. 
Mumford-Fowler, S. (2006). Training across cultures: What intercultural trainers bring to diver-
sity training? International Journal of Intercultural Relations. Vol. 30, pp. 401-411. 
Naumann, E. (1992). A conceptual model of expatriate turnover. Journal of International 
Business Studies. Vol. 23, No. 3, pp. 499-531. 
Oberg, K. (1954). Presented to the Women’s Club of Rio de Janeiro, Brazil, August 3, 1954. 
Oberg, K. (1960). Culture shock: Adjustment to new cultural environments. Practical Anthro-
pology. Vol. 7, pp. 177-182. 
Ockenfels, A. and Weimann, J. (1999). Types and patterns: an experimental East-West-Ger-
man comparison of cooperation and solidarity. Journal of Public Economics. Vol 71, 
pp. 275-287. 
Oddou, G. (1991).Managing your expatriates: What the successful firms do. The Human Re-
source Planning Journal. Vol. 14, pp. 301-308. 
Okpara, J.O. and Kabongo J.D. (2011). Cross-cultural training and expatriate adjustment: A 
study of western expatriates in Nigeria. Journal of World Business. Vol. 46, pp. 22-30. 
Osman-Gani, A. and Rockstuhl, T. (2009). Cross-cultural training, expatriate self-efficacy, and 
adjustments to overseas assignments: An empirical investigation of managers in Asia. Inter-
national Journal of Intercultural Relations. Vol. 33, pp. 277-290. 
Patton, M.Q. (2014). Qualitative Research & Evaluation Methods: Integrating Theory and 
Practice. 4th Edition. Thousand Oaks: SAGE Publications. 
Patton, W., D. and Pratt, C. (2002). Assessing the training needs to high-potential managers. 
Public Personnel Management. Vol. 31, No. 4, pp. 465-484. 
Paige, R.M., Jacobs-Cassuto, M., Yershova, Y. A. and DeJaeghere, J. (2003). Assessing inter-
cultural sensitivity: an empirical analysis of the Hammer and Bennett Intercultural Develop-
ment Inventory. International Journal of Intercultural Relations. Vol. 27, pp. 467-486. 
Pallant, J. (2013).SPSS Survival Manual: A Step by Step Guide to Data Analysis Using IBM 
SPSS. 5th edition. Maidenhead: Open University Press. 
174 
 
Partington, D. (2002). Essential skills for management research. Thousand Oaks, CA: 
SAGE. 
Pedersen, P. (1995).The Five Stages of Culture Shock: Critical Incidents Around the World. 
ABC-CLIO: Santa Barbara, CA. 
Peterson, R .B. and Shimada, J.Y. (1978). Sources of management problems in Japanese-
American joint ventures .Academy of Management Review. Vol. 3, pp. 796-805. 
Pfeffer, J. (1998). The human equation: building profits by putting people first. Boston, MA: 
Harvard Business Press. 
Phillips, L. and Fox, M. A. (2003). Compensation strategy in transnational corporations. Man-
agement Decision. Vol. 41/5, pp. 465-476. 
PricewaterhouseCoopers LLP (2006). Measuring the value of international assignments. 
http://pwc.blogs.com/press_room/2006/11/international-assignments-poor-career-manage-
ment-is-costing-companies-dear.html, accessed 03/10/2016. 
Ralston, D.,A., Gustafson, D.J., Cheung, F.,M. and Terpstra, R.,H. (1993). Differences in 
Managerial Values: A Study of U.S., Hong Kong and PRC Managers. Journal of Interna-
tional Business Studies. Vol. 24, No. 2. pp. 249-275. 
Reiche, B.S. and Harzing, A.W. (2008). In Harzing, A.-W.K. and Pinnington A. (Eds.), Inter-
national Human Resource Management. 3rd edition. London: SAGE. 
Reinemann, H.(2011). Mittelstandsmanagement. Stuttgart: Schäffer-Pöschel. 
Reinemann, H.(2002). Betriebliche Weiterbildung in mittelständischen Unternehmen. Müns-
ter: LIT Verlag. 
Reisinger, Y. and Dimanche, F.(2010). International Tourism. London: Routledge. 
Rippert-Davila, S. (1985). Cross-cultural training for business: A consultant's primer. The 
Modern Language Journal. Vol. 69, pp. 238-246. 
Robinson, R.D. (1984). Internationalization of Business: An Introduction. Hinsdale, IL: Dry-
den Press. 
Rubin, A. (2009). Statistics for Evidence-Based Practice and Evaluation. 2nd edition. Inde-
pendence, KY: Cengage Learning.  
S-Finanzgruppe (2012). www.dsgv.de/_download_gallery/Publikationen/Diagnose_Mittel-
stand_2012_engl._Kurzversion.pdf, accessed 03/10/2016. 
Saunders, M., Lewis, P., Thornhill, A. (2009). Research methods for business students. 
5th edition. Essex: Prentice Hall. 
175 
 
Schaefer, D.R. and Dillman, D.A. (1998). Development of a Standard E-Mail Methodology: 
Results of an Experiment. Public Opinion Quarterly. Vol. 62 (3), pp. 378-397. 
Scherm, E.(1995). Internationales Personalmanagement. München: Oldenbourg Wissen-
schaftsverlag. 
Schiersmann, C.(2007). Berufliche Weiterbildung. Berlin: Springer-Verlag. 
Schmierl, K. (2011). Internationaler Personaleinsatz im Mittelstand: Wandel der Arbeit jen-
seits von Arbeitsregulierung und Normierung. Arbeits- und Industriesoziologische Studien. 
Jg. 4, Heft 1, pp. 33-47. 
Schnell, R., Hill, P. B. and Esser, E. (2011). Methoden der empirischen Sozialforschung. 
9. Auflage. München, Wien: Oldenbourg Verlag. 
Schulferien.org (2015). http://www.schulferien.org/Schulferien_nach_Jahren/, accessed 
20/11/2015. 
Scullion, H. and Brewster, C. (1997).The Management of Expatriates: Messages from Eu-
rope? Journal of World Business. Vol. 36(4), pp. 346-365. 
Scullion, H and Brewster, C. (2001). Managing expatriates: messages from Europe. Journal 
of World Business. Vol 36, pp. 346-365. 
Scullion, H. and Collings, D.G. (2006). Global Staffing. London: Routledge. 
Scullion, H. (1994). Staffing Policies and Strategic Control in British Multinationals Int. Stud-
ies of Management and Organizations. Vol. 24, No. 3, pp. 86-104. 
Selmer, J. (2000). A Quantitative Needs Assessment Technique for Cross-Cultural Work Ad-
justment Training. Human Resource Development Quarterly. Vol. 11, No. 3, pp. 269-281. 
Selmera, J. and Lauringa, J. (2011). Host country language ability and expatriate adjustment: 
the moderating effect of language difficulty. The International Journal of Human Resource 
Management. Vol. 26, pp. 401-420. 
Sheḳedi, A. (2005). Multiple case narrative: a qualitative approach to studying multiple popu-
lations. Amsterdam: John Benjamins Publishing Company. 
Shen, J. and Edwards, V. (2004). Recruitment and selection in Chinese MNEs. International 
Journal of Human Resource Management. Vol. 15, nos. 4/5, pp. 814-835. 
Sills, S.,J. and Song, C. (2002). Innovations in Survey Research: An Application of Web Sur-
veys. Social Science Computer Review. Vol. 20, pp. 22-30. 
Snell, S. A. and Bohlander, G., W. (2012). Managing human resources. 16th edition. Mason, 
OH: Cengage Learning. 
176 
 
Sorenson, S. (2002). Training for the long run. Engineered Systems. Vol. 19, Issue 6, p. 32. 
Stahl, G.,K., Miller, E.,L., Einfalt, C. and Tung, R.,L.(2000). Auslandseinsatz als Element der 
internationalen Laufbahngestaltung: Ergebnisse einer Befragung von entsandten deut-
schen Fach- und Führungskräften in 59 Ländern. Zeitschrift für Personalforschung. Jahr-
gang 14 / Heft I-4. Mering: Rainer Hamp Verlag, pp. 334-354. 
Stahl, G. K. (1998). Internationaler Einsatz von Führungskräften. München: Oldenbourg. 
Stern (06.02.2013). http://www.stern.de/politik/deutschland/plagiatsvorwuerfe-welchen-poli-
tikern-der-doktortitel-entzogen-wurde-3117712.html, accessed 03/10/2016. 
Stone, R.J. (2013). Managing Human Resources. 4th Edition. Chichester: Wiley. 
Stroh, L. K. and Caligiuri, P. M. (1998a). Strategic human resources: a new source for com-
petitive advantage in the global arena. International Journal of Human Resource Manage-
ment. Vol. 9, pp. 1-17. 
Stroh, L.K. and Caligiuri, P. M. (1998b). Increasing global Competitiveness Through Effective 
People Management. Journal of World Business. Vol. 33, pp. 1-16. 
Stroppa, C. and Spiess, E. (2010). Expatriates social networks: The role of company size. The 
International Journal of Human Resource Management. Vol. 21, No.13, pp. 2306-2322.  
SurveyMonkey (2011 a). www.surveymonkey.com/blog/en/blog/2011/02/14/survey_comple-
tion_times/, accessed 03/10/2016. 
SurveyMonkey (2011 b). www.surveymonkey.com/blog/2011/08/16/day-of-the-week/, ac-
cessed 03/10/2016. 
SurveyMonkey (2012). www.surveymonkey.com/blog/en/blog/2012/04/13/10-online-survey-
tips/, accessed 03/10/2016. 
Suutari, V. and Brewster, C. (1999). International Assignments Across European Borders: No 
Problems? in Brewster, C.J. and Harris, H. International Human Resource Management: 
Contemporary Issues in Europe, Routledge, pp. 183-202. 
Swaak, R. A. (1995). Expatriate failures: Too many, too much cost, too little planning, Compen-
sation & Benefits Review. Compensation & Benefits Review. Vol. 27(6), pp. 47-51. 
Tarique, I. and Caligiuri, P. (2004). Training and development of international staff, in Har-
zing, A.W.K. and Van Ruysseveldt, J. (Eds), International HRM. Managing People Across 
Borders. SAGE Publications: Newbury Park, CA, pp. 283-306. 
Tashakkori, A. and Teddlie, C. (2003). Handbook of Mixed Methods in Social & Behavioral 
Research. Thousand Oaks: SAGE. 
177 
 
The Department for Business, Innovation and Skills (2011). www.fsb.org.uk/pressroom/as-
sets/statistical%20release%20bpe%202011%20edition.pdf, accessed 30/09/2016. 
The Department for Business, Innovation and Skills (2010). http://webarchive.nation-
alarchives.gov.uk/+/http://stats.berr.gov.uk/ed/sme/Stats_Press_Release_2009.pdf, ac-
cessed 30/09/2016. 
Thomas, A. et. al (2009). Handbuch Interkulturelle Kommunikation und Kooperation: Band 1 
und 2 zusammen. 2nd edition. Göttingen: Vandenhoeck & Ruprecht. 
Thiétart et al. (2001). Doing management research: a comprehensive guide. London: SAGE. 
Torbiörn, I. (1982) Living Abroad: Personal Adjustment and Personnel Policy in the Overseas 
Setting. Chichester: Wiley. 
Trompenaars, F.and Hampden-Turner, C. (2000). Riding the Waves Culture: Understanding 
Cultural Diversity in Business. 2nd edition. Boston: NB Publishing, Inc. 
Tung, R.L. (1998). American expatriates abroad: From neophytes to cosmopolitans. Journal 
of World Business. Vol. 33, Issue 2, pp. 125-144. 
Tung, R.L. (1987). Expatriates’ assignments: enhancing success, minimizing failures. Acad-
emy of Management Executive. Vol. 1, No. 2, pp. 117-26. 
Tung, R.L. (1984). Strategic management of human resources in multinational enterprises. 
Human Resource Management. Vol. 23 No. 2, pp. 129-143. 
Tung, R.L. (1982). Selection and Training Procedures of US, European, and Japanese Multi-
nationals. California Management Review. Vol. 25 (1), pp. 57-71.  
Tung, R.L. (1981). Selection and training of personnel for overseas assignments. Columbia 
Journal of World Business. Vol. 16 No. 1, pp. 68-78. 
United Nations (2016). http://www.un.org/en/member-states/, accessed 03/10/2016. 
Vaillant (2012). www.vaillant.de/Warum-Vaillant/Unternehmen/Historie/article/Der-Osterhase-
im-Logo.html, accessed 30/05.2014. 
Van Maanen, J. (1983). Reclaiming Qualitative Methods for Organizational Research: A Pref-
ace, in Van Maanen, J.(1983). Qualitative Methodology. Newbury Park, CA: SAGE pp. 9-18. 
Van Vianen, A. E. M., De Pater, I. E. Kristof-Brown, A. I. and Johnson, E. C. (2004). Fitting 
in: Surfaceand Deep-Level Cultural Differences and Expatriates’ Adjustment. Academy of 
Management Journal. Vol. 47(5), pp. 697-709. 
Vasek, L. (2011). IFRS for SMES - a New Challenge for Worldwide Financial Reporting. In-
ternational Journal of Management Cases. Vol. 13 Issue 4, pp. 115-120. 
178 
 
Vives, A. (2005). Social and Environmental Responsibility in Small and Medium Enterprises 
in Latin America. Working Paper Number 29538 Inter-American Development Bank IDB 
Publications. 
Vögel, A. J., and van Vuuren, J. J. (2008). Preparation, support and training requirements of 
South African expatriates. South African Journal of Business Management. Vol.39(3), 
pp. 33-48. 
Vroom, V., H. and Yetton, P.,W. (1973). Leadership and Decision-Making. Pittsburgh, PA: 
University of Pittsburgh Press 
Wagner, D. (2002). Grundsatzfragen der Auslandsentsendung, in: Krystek, U. / zur, Eber-
hard, Handbuch Internationalisierung. Globalisierung - Eine Herausforderung für die Unter-
nehmensführung. 2nd edition. Berlin: Springer Verlag, pp. 263-277. 
Walliman, N. (2005). Your research project: a step-by-step guide for the first-time researcher. 
2nd edition. London: SAGE. 
Wang, Y,L. and Tran, E. (2012). Effects of cross-cultural and language training on expatri-
ates’ adjustment and job performance in Vietnam. Asia Pacific Journal of Human Re-
sources. Vol.50, Issue 2, pp. 327-350. 
Waxin, M.,F. and Panaccio, A. (2005). Cross-Cultural Training to Facilitate Expatriate Adjust-
ment:It Works! Personnel Review. Vol. 34, pp. 51-67. 
Westney, D.E. (2001). Multinational enterprises and cross-border knowledge creation. In: 
Nonaka, I. & Nishiguchi, T. (eds.), Knowledge emergence: Social, technical and evolution-
ary dimensions of knowledge creation (p. 147-175). Oxford: Oxford University Press. 
Wiseman, R. L.; Hammer, M. R. and Nishida, H. (1989). Predictors of intercultural communi-
cation competence. International Journal of Intercultural Relations. Vol. 13, pp. 349-370. 
Wolter, H.J. and Hauser. H.E. (2001).Jahrbuch zur Mittelstandsforschung 1/2001,Schriften 
zur Mittelstandsforschung Nr. 90 NF. Deutscher Universitätsverlag, Wiesbaden. 
World Health Organization (2015). www.icd10data.com/ICD10CM/Codes/Z00-Z99/Z55-
Z65/Z60-/Z60.3, accessed 03/10/2016. 
Yin, R.K. (2013). Case Study Research: Design and Method. 5th edition. London: SAGE. 
Zakaria, N. (2000). The effects of cross-cultural training on the acculturation process of the 
global workforce. International Journal of Manpower. Vol. 21(6), pp. 492-510. 
Zendesk (2013). www.zendesk.com/blog/maximize-survey-response-rates/, accessed 
30/09/2016. 
179 
 
Zhang, X., Ma, X. and Wang, Y.(2012). Entrepreneurial Orientation, Social Capital, and the 
Inter-nationalization of SMEs: Evidence From China. Thunderbird International Business 
Review. Vol. 54, Issue 2, pp. 116-118. 
Zibarras, L.D. and Woods, S.A. (2010). A survey of UK selection practices across different 
organization sizes and industry sectors. Journal of Occupational and Organizational Psy-
chology. Vol. 83, pp. 499-511. 
Zikmund, W.G. et al. (2013). Business Research Methods. 9th edition. Florence, KY: Cen-
gage Learning. 
 
180 
 
Appendix A 
Email from China bureau chief of the Wirtschaftswoche 
 
Source: Email, received 9th February 2011  
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Email from the ‘Institut für Mittelstandsforschung’ 
 
Source: Email, received 19th January 2011  
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Email from the Delegations of German Industry & Commerce in China 
 
Source: Email, received 20th December 2010 
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Appendix B 
Applied German version of questionnaire 
(There is no difference between the first questionnaire for China and the second questionnaire 
for Asia with exception of the region labelling (China / Asia).  
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English translation of the questionnaire 
Question 
No. 
Answer 
No.  Questions and answer options 
      
1   What is your role within your organisation? Single choice  
      
  1 General manager / managing director / Owner 
  2 Owner 
  3 CEO 
  4 Other (please explain) 
      
2   How much time did the general manager spend in a foreign culture? Single choice  
      
  1 Less than 3 months 
  2 3 to 6 months 
  3 6 to 12 months 
  4 More than 12 months 
  5 Unknown 
      
3   How many shares of the company do you own? Single choice  
      
  1 I do not own shares of the company 
  2 Up to 5% 
  3 More than 5% up to 10% 
  4 More than 10% up to 20% 
  5 More than 20% up to 25% 
  6 More than 25% up to 50% 
  7 More than 50% 
      
4   Who owns the majority of the company? Single choice  
      
  1 Up to two persons or their family members hold at least 50% of the company shares 
  2 More than 50% of the company shares are in free float 
  3 Other (please explain) 
      
5   Who manages the company? Multiply choice  
      
  1 Up to two persons or their family members who hold at least 50% of the company shares 
  2 A person who owns (or its family members) less than 50% of the company shares 
  3 Manager without company shares 
  4 Other (please explain) 
      
6   
Currently how many employees (heads) do you have on the payroll in your organisation? 
Single choice  
      
  1 1 to 9 
  2 10 to 49 
  3 50 to 249 
  4 250 to 499 
  5 More than 500 
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7   
Does your company send expatriates to China for at least one year and maximal five 
years? Single choice  
      
  1 Yes 
  2 No 
  3 Not to China but to other regions 
      
8   Does your company has an HR department? Single choice  
      
  1 Yes 
  2 No 
      
9   
Who is finally responsible within your company whether expatriates are prepared for their 
assignments or not? Single choice  
      
  1 General manager / Director / Owner / MD 
  2 HR department 
  3 Other (please explain) 
      
10   
Which criteria and methods are applied for the selection of expatriates in your company? 
Multiply choice (Mendenhall et al., 1987, Minssen and Schmidt, 2008, Zibarras and Woods, 
2010)     
      
  1 Application form 
  2 Curriculum vitae 
  3 Drug test/medical check 
  4 Criminal background check 
  5 Aptitude/ability test 
  6 Personality questionnaire 
  7 Trial period on the job 
  8 Work sample test 
  9 Unstructured interview 
  10 Structured interview 
  11 Group exercises 
  12 References 
  13 Assessment centre 
  14 Qualifications and experience 
  15 Work experience abroad 
  16 Language ability 
  17 Age and family situation 
  18 Assessment of performance 
  19 Selection by superiors 
  20 Intercultural competence assessment 
  21 Intercultural readiness check 
  22 Other (please explain) 
      
11   
What prevents the company from investing more resources in the selection process? Multi-
ply choice  
      
  1 Selection processes are not effective 
  2 The lack of time prohibits a selection process 
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  3 
The assignment is relatively short (at least one year) it does not warrant budget expendi-
tures on selection 
  4 There is no need for such measures 
  5 The company has no financial resources to invest in selection measures 
  6 The selection process is sufficient 
  7 Other (please explain) 
      
12   
Is the expatriates’ family involved in the selection process? If so, what measures are ap-
plied? Multiply choice (Mendenhall et al., 1987, Minssen and Schmidt, 2008, Zibarras and 
Woods, 2010) 
      
  1 Curriculum vitae 
  2 Drug test/medical check 
  3 Criminal background check 
  4 Aptitude/ability test 
  5 Personality questionnaire 
  6 Trial period in the foreign culture 
  7 Unstructured interview 
  8 Structured interview 
  9 Assessment centre 
  10 Foreign experience 
  11 Language ability 
  12 Age and family situation 
  13 Intercultural competence assessment 
  14 Intercultural readiness check 
  15 Other (please explain) 
      
13   
How are the expatriates prepared for their assignments (without training)? Multiply choice 
(Marchant and Medway, 1987, Oddou, 1991) 
      
  1 Pre visit to the host country 
  2 Providing information about expatriate clubs in the host country 
  3 Paying membership fees for expatriates clubs for the expatriate and his/her family 
  4 Providing detailed information about fiscal impacts 
  5 Providing detailed information about the compensation package 
  6 Provide detailed information about the host country and its culture 
  7 Other (please explain) 
      
14   
What prevents the company from investing more resources in the preparation process? 
Multiply choice  
      
  1 The employee is responsible for his/her preparation 
  2 Preparation measures have no effect 
  3 The lack of time between selection and relocation does not allow any preparation measures 
  4 
The assignment is relatively short (at least one year) it does not warrant budget expendi-
tures on preparation 
  5 The company has no financial resources to invest in preparation measures 
  6 The preparation process is sufficient 
  7 Other (please explain) 
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15   
Is the expatriates’ family involved in the preparation process? If so, what measures are ap-
plied? Multiply choice (Marchant and Medway, 1987, Oddou, 1991) 
      
  1 Pre visit to the host country 
  2 Providing information about expatriate clubs in the host country 
  3 Paying membership fees for expatriates clubs for the expatriate and his/her family 
  4 Providing detailed information about fiscal impacts 
  5 Providing detailed information about the compensation package 
  6 Provide detailed information about the host country and its culture 
  7 Other (please explain) 
      
16   
What kind of training is offered for expatriates? Multiply choice (Fowler and Blohm, 2004, 
Mendenhall et al., 1987, Oddou, 1991, Tung, 1987, Tung 1981) 
      
  1 Contrast culture training 
  2 Culture assimilator 
  3 Cross-cultural analysis 
  4 Cross-cultural dialogues 
  5 Immersion 
  6 Field experience in the target country 
  7 Discussions with former expatriates 
  8 Language training 
  9 Area studies (information giving) 
  10 Simulations 
  11 Sensitivity training 
  12 Role playing 
  13 Stress reduction training 
  14 Cultural-awareness training 
  15 Critical Incidents 
  16 Other (please explain) 
      
17   
What prevents the company from investing more resources in training for the expatriates? 
Multiply choice  
      
  1 Training programs are not effective 
  2 Former expatriates have been dissatisfied with training measures 
  3 The lack of time between selection and relocation prohibits in-depth training 
  4 
The overseas assignment is relatively short (at least one year) it does not warrant budget 
expenditures on training 
  5 There is no need for training 
  6 The company has no financial resources to invest in cross-cultural assignment preparation 
  7 Former expatriates did not want to participate in training 
  8 The training process is sufficient 
  9 Other (please explain) 
      
18   
Is the expatriates’ family involved in the training process? If so, what measures are applied? 
Multiply choice (Fowler and Blohm, 2004, Mendenhall et al., 1987, Oddou, 1991, Tung, 
1987, Tung 1981) 
      
  1 Contrast culture training 
  2 Culture assimilator 
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  3 Cross-cultural analysis 
  4 Cross-cultural dialogues 
  5 Immersion 
  6 Field experience in the target country 
  7 Discussions with families of former expatriates 
  8 Language training 
  9 Area studies (information giving) 
  10 Simulations 
  11 Cultural-awareness training 
  12 Role playing 
  13 Stress reduction training 
  14 Cultural-awareness training 
  15 Critical Incidents 
  16 Other (please explain) 
      
19   
How many working days does the expatriate get off work (paid) for preparation and train-
ing? Single choice 
      
  1 0 days 
  2 up to 7 days 
  3 8 up to 30 days 
  4 31 up to 60 days 
  5 More than 60 days 
      
20   
What kind of support is offered during the stay for the expatriate? Multiply choice (Baum-
garten, 1997, Mendenhall et al., 1987, Oddou, 1991, Scherm 1995, Selmer, 2000, Tarique 
and Caligiuri, 2004) 
      
  1 Local contact 
  2 Contact in the German HQ 
  3 Information on leisure activities 
  4 Contact to other expatriates 
  5 Contact to locals 
  6 Relocation services at the end of the assignment 
  7 
Formal regular exchange between the expatriate and his/her colleagues and superiors in 
the head office 
  8 Regular information from the HQ (e.g. newsletter) 
  9 Language training 
  10 Cross-cultural training 
  11 Other (please explain) 
      
21   
What prevents the company from investing more resources in the support of the expatri-
ates? Multiply choice  
      
  1 Support during the stay is not necessary 
  2 Former expatriates were not engaged in support measures 
  3 The company has no financial resources to provide support during the stay 
  4 The support process is sufficient 
  5 Other (please explain) 
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22   
Does the family receive support during the stay? If so, what measures are applied? Multiply 
choice (Baumgarten, 1997, Mendenhall et al., 1987, Oddou, 1991, Scherm 1995, Selmer, 
2000, Tarique and Caligiuri, 2004) 
      
  1 Local contact 
  2 Information on leisure activities 
  3 Contact to families from other expatriates 
  4 Contact to locals 
  5 Relocation services at the end of the assignment 
  6 Language training 
  7 Cross-cultural training 
  8 Other (please explain) 
      
23   
What kind of measures is offered to repatriates which you want to keep in the organisation? 
Multiply choice (Chew and Debowski, 2008) 
      
  1 Return incentive payment 
  2 Assurance that the expatriate will get a return job with greater responsibility 
  3 Payed pre visits to home country to organize the returning 
  4 Shipment of personal goods is expedited 
  5 Expatriate gets a mentor in the headquarter 
  6 
Post assignment interview to review the view on the assignment and to address any repatri-
ation issues 
  7 Social event to welcome back the expatriate 
  8 Provision of repatriation counselling to ease adjustment 
  9 Repatriate directory to establish contact with other repatriates 
  10 Using of the repatriate as trainer for future expatriates 
  11 Other (please explain) 
      
24   
What prevents the company from investing more resources in the repatriation of expatri-
ates? Multiply choice  
      
  1 Repatriation programs are not effective 
  2 There is no need for such measures 
  3 
The assignment is relatively short (at least one year) it does not warrant budget expendi-
tures on repatriation 
  4 The company has no financial resources to invest in such measures 
  5 The repatriation process is sufficient 
  6 Other (please explain) 
      
25   
What kind of measures are offered to the families of repatriates? Multiply choice (Chew and 
Debowski, 2008) 
      
  1 Return incentive payment 
  2 Payed pre visits to home country to organize the returning 
  3 Shipment of personal goods is expedited 
  4 
Post assignment interview to review the view on the assignment and to address any repatri-
ation issues 
  5 Social event to welcome back the expatriate 
  6 Provision of repatriation counselling to ease adjustment 
  7 Repatriate directory to establish contact with families of other repatriates 
  8 Using of the family as contact for future expatriates families 
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  9 Other (please explain) 
      
26   
Do you agree to be contacted for further questions? If you do so, please leave your email 
address. Single choice 
      
  1 No 
  2 Yes, my email address is … 
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Appendix C 
Cover letter – original German version for China 
Sehr geehrter Herr …, 
 
ich bin Promotionsstudent an der University of Surrey in England. Ziel meiner Doktorarbeit ist 
die Untersuchung, wie deutsche mittelständische Unternehmen ihre Auslandsentsendungen 
(Expatriates) vorbereiten und welchen Einfluss die jeweilige Geschäftsführung auf den Vor-
bereitungsprozess hat. Meine Recherchen haben ergeben, dass Ihr Unternehmen auch im 
Ausland aktiv ist. Aus diesem Grund möchte ich Sie bitten an einer kurzen Onlinebefragung 
teilzunehmen. Der Zeitaufwand beträgt zwischen fünf und zehn Minuten.  
 
Link zur Umfrage https://de.surveymonkey.com/r/CPHT837  
 
Als Dankeschön für Ihre Teilnahme stelle ich Ihnen auf Wunsch die Ergebnisse gerne in 
Form einer Zusammenfassung nach Veröffentlichung der Arbeit zur Verfügung, damit Sie ei-
nen Überblick darüber haben, wie vergleichbare Unternehmen ihre Auslandsentsendungen 
auf Aufgaben im Ausland vorbereiten. 
 
Die Daten werden von meiner Seite her vollständig anonymisiert verwendet, so dass keiner-
lei Rückschluss auf Ihre Teilnahme in der Arbeit möglich ist. Sie können die Befragung jeder-
zeit abbrechen Die Ergebnisse der Umfrage werden ausschließlich für meine Doktorarbeit 
verwandt.  
 
 
Es würde mich sehr freuen, wenn Sie mich unterstützen würden. 
 
Vielen Dank im Voraus. 
 
Mit freundlichen Grüßen  
 
Fabrice Gerdes 
 
Caldenhofer Weg 257 b 
59069 Hamm 
 
f.gerdes@surrey.ac.uk 
 
University of Surrey, Faculty of Business, Economics and Law Guildford, Surrey GU2 7XH 
England 
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Cover letter – English version for China 
Dear Ms / Mr … 
 
I am a doctoral student at the University of Surrey in England. The aim of my doctoral thesis 
is to examine how German SMEs prepare their expatriates for assignments in Asia and 
which influence the general managers have on the preparation process. My research has 
shown, that your company is active in Asia. Therefore I would like to kindly ask you to partici-
pate in my survey which will take between five and ten minutes to complete.  
 
You can start the questionnaire by clicking on the link: https://de.survey-
monkey.com/r/CPHT837  
 
As a thank you for your participation you can receive a summary of the research results fol-
lowing the publication of my research work. This summary gives you an insight how compa-
rable German companies prepare their expatriates for their assignments in Asia. 
All information collected in this research will remain confidential, anonymous and will only be 
used for research purposes. Participation is strictly voluntary and you may refuse to under-
take it at any time. 
I would be very happy if you would support me 
Thanks in advance 
 
With kind regards 
Fabrice Gerdes 
 
Caldenhofer Weg 257 b 
59069 Hamm 
f.gerdes@surrey.ac.uk 
 
University of Surrey 
Faculty of Business, Economics and Law Guildford Surrey GU2 7XH England 
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Appendix D 
Cover letter – original German version for Asia 
Sehr geehrte Damen und Herren, 
 
ich bin Promotionsstudent an der University of Surrey in England. Ziel meiner Doktorarbeit ist 
die Untersuchung, wie deutsche mittelständische Unternehmen ihre Auslandsentsendungen 
(Expatriates) im Vergleich zu anderen deutschen Unternehmen auf ihre Aufgaben im Aus-
land vorbereiten und welchen Einfluss die jeweilige Geschäftsführung auf den Vorbereitungs-
prozess hat. 
 
Meine Recherchen bei der AHK haben ergeben, dass Ihr Unternehmen in Asien vertreten ist. 
Aus diesem Grund möchte ich Sie darum bitten, meine Anfrage an Ihre Geschäftsführung o-
der die für die Auslandsentsendung verantwortliche Stelle weiter zu leiten. Sollten Sie der 
richtige Ansprechpartner sein, möchte ich Sie bitten an einer kurzen Onlinebefragung teilzu-
nehmen. Der Zeitaufwand beträgt zwischen fünf und maximal 10 Minuten. 
 
Link zur Umfrage https://de.surveymonkey.com/r/CPHT837 
 
Als Dankeschön für Ihre Teilnahme stelle ich Ihnen auf Wunsch die Ergebnisse gerne in 
Form einer Zusammenfassung nach Veröffentlichung der Arbeit zur Verfügung, damit Sie ei-
nen Überblick darüber haben, wie vergleichbare Unternehmen ihre Auslandsentsendungen 
auf Aufgaben im Ausland vorbereiten. 
 
Die Daten werden von meiner Seite her vollständig anonymisiert verwendet, so dass keiner-
lei Rückschluss auf Ihre Teilnahme in der Arbeit möglich ist. Sie können die Befragung jeder-
zeit abbrechen Die Ergebnisse der Umfrage werden ausschließlich für meine Doktorarbeit 
verwandt. 
 
 
Es würde mich sehr freuen, wenn Sie mich unterstützen würden. 
 
Vielen Dank im Voraus. 
 
Mit freundlichen Grüßen 
 
Fabrice Gerdes 
 
Caldenhofer Weg 257 b 
59069 Hamm 
 
f.gerdes@surrey.ac.uk 
 
University Of Surrey, Faculty of Business, Economics and Law 
Guildford, Surrey GU2 7XH 
England  
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Cover letter – English version for Asia 
Dear Sir or Madame, 
I am a doctoral student at the University of Surrey in England. The aim of my doctoral thesis 
is to examine how German SMEs prepare their expatriates for assignments in Asia and 
which influence the general managers have on the preparation process. My research at the 
AHK has shown, that your company is active in Asia. Therefore I would like to ask you to for-
ward this request for participating in my survey to your general manager or the person who is 
responsible for expatriations. If you are responsible I would like kindly to ask you to partici-
pate in my survey which will take between five and ten minutes to complete.  
You can start the questionnaire by clicking on the link: https://de.survey-
monkey.com/r/CPHT837  
 
As a thank you for your participation you can receive a summary of the research results fol-
lowing the publication of my research work. This summary gives you an insight how compa-
rable German companies prepare their expatriates for their assignments in Asia. 
All information collected in this research will remain confidential, anonymous and will only be 
used for research purposes. Participation is strictly voluntary and you may refuse to under-
take it at any time. 
I would be very happy if you would support me 
Thanks in advance 
 
With kind regards 
Fabrice Gerdes 
 
Caldenhofer Weg 257 b 
59069 Hamm 
f.gerdes@surrey.ac.uk 
 
University of Surrey 
Faculty of Business, Economics and Law              
Guildford Surrey GU2 7XH                   
England 
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Appendix E 
Cover letter – original German interview request  
Sehr geehrter Herr / Frau …, 
 
Sie waren so freundlich und haben mich am Anfang des Jahres durch die Teilnahme an mei-
ner Umfrage bei meiner Promotion unterstützt. Für eventuelle Fragen haben Sie Ihre 
Emailadresse hinterlassen und ich hätte gerne gewusst, ob Sie in den kommenden ein bis 
drei Wochen für wenige Fragen ggf. 30 bis maximal 60 Minuten Zeit für ein Telefonat hätten. 
Ich würde mich terminlich nach Ihnen richten und über einen Termin und eine Telefonnum-
mer freuen, unter der ich Sie anrufen darf. 
 
Vielen Dank im Voraus. 
 
Mit freundlichen Grüßen 
 
Fabrice Gerdes 
 
Caldenhofer Weg 257 b 
59069 Hamm 
f.gerdes@surrey.ac.uk 
 
University of Surrey 
Faculty of Business, Economics and Law Guildford Surrey GU2 7XH England 
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Cover letter – English version of interview request 
Dear Ms / Mr … 
you have been so kind to support my doctoral research work by participating in my survey at 
the beginning of this year. You have also indicated to be willing to answer further questions 
and therefore I would like to know if you have time for a phone call which will last between 30 
minutes and a maximum of one hour within the next three weeks. I would be happy if you 
could suggest a date and a phone number where I can reach you. 
 
Thanks in advance 
 
With kind regards 
Fabrice Gerdes 
 
Caldenhofer Weg 257 b 
59069 Hamm 
f.gerdes@surrey.ac.uk 
 
University of Surrey 
Faculty of Business, Economics and Law                                                                      
Guildford Surrey GU2 7XH                   
England 
 
206 
 
Appendix F 
Single responses to question 1 
 
Source: developed for this research 
 
Clustered responses to question 1 
 
Source: developed for this research 
 
Single responses to question 2 
 
Source: developed for this research 
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Clustered responses to question 2 
 
Source: developed for this research 
 
Single responses to question 3 
 
Source: developed for this research 
 
Clustered responses to question 3 
 
Source: developed for this research 
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Single responses to question 4 
 
Source: developed for this research 
 
Clustered responses to question 4 
 
Source: developed for this research 
Single responses to question 5 
 
Source: developed for this research 
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Clustered responses to question 5 
 
Source: developed for this research 
Single responses to question 6 
 
Source: developed for this research 
Clustered responses to question 6 
 
Source: developed for this research 
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Single responses to question 7 
 
Source: developed for this research 
 
Clustered responses to question 7 
 
Source: developed for this research 
 
Single responses to question 8 
 
Source: developed for this research 
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Clustered responses to question 8 
Source: developed for this research 
 
Single responses to question 9 
 
Source: developed for this research 
 
Clustered responses to question 9 
 
Source: developed for this research 
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Appendix G  
SPSS output of quantitative data analysis  
Significant results are presented in bold numbers and numbers highlighted in red denote re-
sults with adjusted standardized residuals greater than +2 or -2. 
Expatriates: selection stage 
 
 
Time general manager 
spent in foreign culture 
HR department Size of company 
  x² crv p x² crv p x² crv p 
1 Application form .350 .056 .840 2.172 .134 .141 .083 .026 .773 
2 Curriculum vitae 1.075 .098 .584 1.136 .097 .286 .253 .046 .615 
3 Drug test/medical 
check 
.461 .064 .794 5.036 .204 .025 .000 .001 .989 
4 Criminal background 
check 
.963 .092 .618 .953 .089 .329 .009 .008 .926 
5 Aptitude/ability test .493 .066 .782 4.537 .194 .033 5.669 .216 .017 
6 Personality ques-
tionnaire 
1.261 .106 .532 .005 .006 .946 6.139 .225 .013 
7 Trial period on the 
job 
7.730 .262 .021 .686 .075 .407 2.675 .149 .102 
8 Work sample test .931 .091 .628 2.188 .134 .139 5.317 .210 .021 
9 Unstructured inter-
view 
.853 .087 .653 .436 .060 .509 5.910 .221 .015 
10 Structured interview .346 .055 .841 .040 .018 .841 2.151 .133 .142 
11 Group exercises 1.317 .108 .518 1.068 .094 .301 .041 .018 .840 
12 References 1.645 .121 .439 7.92 .081 .373 .006 .007 .938 
13 Assessment centre 1.214 .104 .545 4.924 .202 .026 .019 .012 .891 
14 Qualifications and 
experience 
8.764 .278 .013 1.831 .123 .176 .935 .088 .333 
15 Work experience 
abroad 
.050 .021 .975 .073 .025 .786 .199 .041 .655 
16 Language ability 2.265 .142 .322 .363 .055 .547 1.022 .092 .312 
17 Age and family situ-
ation 
3.737 .182 .154 .132 .033 .716 .248 .045 .619 
18 Assessment of per-
formance 
.606 .073 .738 .944 .088 .331 .124 .032 .724 
19 Selection by superi-
ors 
.270 .049 .874 .378 .056 .539 2.590 .146 .108 
20 Intercultural compe-
tence assessment 
5.155 .214 .076 .284 .048 .594 .000 .001 .995 
21 Intercultural readi-
ness check 
.703 .079 .704 1.068 .094 .301 1.533 .113 .216 
Source: developed for this research  
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Expatriates: preparation stage 
 
 
Time general manager 
spent in foreign culture 
HR department Size of company 
  x² crv p x² crv p x² crv p 
1 Pre visit to the 
host country 
1.131 .137 .345 .063 .023 .802 1.720 .119 .190 
2 Providing infor-
mation about ex-
patriate clubs in 
the host country 
.845 .086 .655 1.190 .099 .275 2.917 .155 .088 
3 Paying member-
ship fees for ex-
patriates clubs 
for the expatriate 
and his/her fam-
ily 
1.938 .131 .380 .048 .020 .827 .545 .067 .460 
4 Providing de-
tailed infor-
mation about fis-
cal impacts 
1.507 .115 .471 .023 .014 .880 .318 .051 .573 
5 Providing de-
tailed infor-
mation about the 
compensation 
package 
3.259 .170 .196 .372 .055 .542 1.436 .109 .231 
6 Provide detailed 
information 
about the host 
country and its 
culture 
.431 .062 .806 .415 .059 .520 .118 .031 .731 
Source: developed for this research  
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Expatriates: training stage 
 
 
Time general manager 
spent in foreign culture 
HR department Size of company 
  x² crv p x² crv p x² crv p 
1 Contrast cul-
ture training 
4.406 .197 .110 .440 .060 .507 .858 .084 .354 
2 Culture assimi-
lator 
1.706 .123 .426 .263 .047 .608 1.338 .105 .247 
3 Cross-cultural 
analysis 
.088 .028 .957 1.358 .106 .244 .019 .012 .891 
4 Cross-cultural 
dialogues 
.195 .042 .907 .618 .071 .432 .127 .032 .721 
5 Immersion .703 .079 .704 1.068 .094 .301 1.533 .113 .216 
6 Field experi-
ence in the tar-
get country 
2.090 .136 .352 2.033 .130 .154 .439 .060 .508 
7 Discussions 
with former ex-
patriates 
4.775 .206 .092 .639 .073 .424 .034 .017 .853 
8 Language 
training 
2.140 .138 .343 .325 .052 .569 .017 .012 .898 
9 Area studies 
(information 
giving) 
.113 .032 .945 .749 .079 .387 2.868 .154 .090 
10 Simulations 2.088 .136 .352 .001 .003 .970 2.917 .155 .088 
11 Sensitivity 
training 
3.922 .186 .141 .323 .052 .570 .661 .074 .416 
12 Role playing 3.139 .167 .208 .048 .020 .827 .083 .026 .773 
13 Stress reduc-
tion training 
3.442 .175 .179 1.068 .094 .301 .041 .018 .840 
14 Cultural-aware-
ness training 
1.525 .116 .467 .301 .050 .583 .705 .076 .401 
15 Critical Inci-
dents 
.703 .079 .704 1.068 .094 .301 .041 .018 .840 
Source: developed for this research  
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Expatriates: support during the stay 
 
 
Time general manager 
spent in foreign culture 
HR department Size of company 
  x² crv p x² crv p x² crv p 
1 Local contact 3.714 .181 .156 .002 .004 .966 .001 .003 .972 
2 Contact in the 
German HQ 
1.429 .112 .489 .170 .037 .680 .006 .007 .940 
3 Information on 
leisure activi-
ties 
1.945 .131 .378 7.064 .242 .008 .650 .073 .420 
4 Contact to 
other expatri-
ates 
.917 .090 .632 1.168 .098 .280 .100 .029 .752 
5 Contact to lo-
cals 
.525 .068 .769 .001 .003 .978 .089 .027 .765 
6 Relocation ser-
vices at the 
end of the as-
signment 
2.564 .151 .277 .661 .074 .416 1.520 .112 .218 
7 Formal regular 
exchange be-
tween the ex-
patriate and 
his/her col-
leagues and 
superiors in 
the head office 
.793 .084 .673 .259 .046 .611 .001 .003 .972 
8 Regular infor-
mation from 
the HQ (e.g. 
newsletter) 
3.249 .170 .197 1.047 .093 .306 .059 .022 .809 
9 Language 
training 
1.220 .104 .543 4.785 .199 .029 .199 .041 .656 
10 Cross-cultural 
training 
3.351 .172 .187 2.489 .143 .115 2.081 .131 .149 
Source: developed for this research  
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Expatriates: Repatriation stage 
 
 
Time general manager 
spent in foreign culture 
HR department Size of company 
  x² crv p x² crv p x² crv p 
1 Return incentive 
payment 
3.442 .175 .179 1.068 .094 .301 1.533 .113 .216 
2 Assurance that 
the expatriate will 
get a return job 
with greater re-
sponsibility 
2.081 .136 .353 .970 .090 .325 .000 .001 .990 
3 Payed pre visits to 
home country to 
organize the re-
turning 
1.089 .098 .580 1.158 .098 .282 1.933 .126 .164 
4 Shipment of per-
sonal goods is ex-
pedited 
1.249 .105 .535 1.595 .115 .207 1.295 .103 .255 
5 Expatriate gets a 
mentor in the 
headquarter 
1.021 .095 .600 3.600 .172 .058 4.420 .191 .036 
6 Post assignment 
interview to re-
view the view on 
the assignment 
and to address 
any repatriation 
issues 
2.768 .157 .251 .442 .060 .506 .116 .031 .733 
7 Social event to 
welcome back the 
expatriate 
4.285 .195 .117 .393 .057 .531 .319 .051 .572 
8 Provision of repat-
riation counselling 
to ease adjust-
ment 
1.577 .118 .455 8.475 .265 .004 1.217 .100 .270 
9 Repatriate direc-
tory to establish 
contact with other 
repatriates 
1.877 .129 .391 2.233 .136 .135 2.495 .114 .114 
10 Using of the re-
patriate as trainer 
for future expatri-
ates 
6.382 .238 .041 .258 .046 .611 .478 .063 .489 
Source: developed for this research 
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Families: selection stage 
 
 
Time general manager 
spent in foreign culture 
HR department Size of company 
  x² crv p x² crv p x² crv p 
1 Curriculum vitae 3.139 .167 .208 .048 .020 .827 .545 .067 .460 
2 Drug test/medi-
cal check 
.238 .046 .888 .098 .029 .754 .172 .038 .678 
3 Criminal back-
ground check 
1.706 .123 .426 3.872 .179 .049 .760 .079 .383 
4 Aptitude/ability 
test 
1.706 .123 .426 3.872 .179 .049 .760 .079 .383 
5 Personality 
questionnaire 
3.442 .175 .179 1.068 .094 .301 1.533 .113 .216 
6 Trial period in 
the foreign cul-
ture 
4.378 .197 .112 .323 .052 .570 .216 .042 .642 
7 Unstructured in-
terview 
.095 .029 .954 .301 .050 .583 .117 .031 .733 
8 Structured inter-
view 
1.938 .131 .380 .801 .081 .371 2.318 .138 .128 
9 Assessment 
center 
Assessment centers are not used 
10 Foreign experi-
ence 
7.010 .249 .030 .001 .003 .970 .019 .012 .891 
11 Language ability 2.411 .146 .300 .014 .011 .904 4.028 .182 .045 
12 Age and family 
situation 
.343 .055 .842 .977 .090 .323 .089 .027 .765 
13 Intercultural 
competence as-
sessment 
3.442 .175 .179 1.068 .094 .301 1.533 .113 .216 
14 Intercultural 
readiness check 
1.706 .123 .426 .263 .047 .608 1.338 .105 .247 
Source: developed for this research  
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Families: Preparation stage 
 
 
Time general manager 
spent in foreign culture 
HR department Size of company 
  x² crv p x² crv p x² crv p 
1 Pre visit to the host 
country 
6.648 .243 .036 .005 .007 .943 .850 .084 .356 
2 Providing infor-
mation about ex-
patriate clubs in 
the host country 
1.287 .107 .525 .048 .020 .827 .083 .026 .773 
3 Paying member-
ship fees for expat-
riates clubs for the 
expatriate and 
his/her family 
1.938 .131 .380 .048 .020 .827 .545 .067 .460 
4 Providing detailed 
information about 
fiscal impacts 
1.293 .107 .524 1.035 .093 .309 .626 .072 .429 
5 Providing detailed 
information about 
the compensation 
package 
.345 .055 .842 .001 .002 .981 1.530 .112 .216 
6 Provide detailed 
information about 
the host country 
and its culture 
1.049 .096 .592 .013 .010 .909 .177 .038 .674 
Source: developed for this research  
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Families: training stage 
Source: developed for this research 
  
 
 
Time general manager 
spent in foreign culture 
HR department Size of company 
  x² crv p x² crv p x² crv p 
1 Contrast cul-
ture training 
2.088 .136 .352 .061 .023 .804 1.446 .109 .229 
2 Culture assimi-
lator 
1.706 .123 .426 .263 .047 .608 1.338 .105 .247 
3 Cross-cultural 
analysis 
.095 .029 .954 .301 .050 .583 2.318 .138 .128 
4 Cross-cultural 
dialogues 
1.938 .131 .380 .301 .050 .583 .117 .031 .733 
5 Immersion .703 .079 .704 7.809 .254 .005 1.533 .113 .216 
6 Field experi-
ence in the tar-
get country 
2.184 .139 .336 1.235 .101 .266 .268 .047 .605 
7 Discussions 
with families of 
former expatri-
ates 
2.083 .136 .353 1.661 .117 .197 .087 .027 .769 
8 Language 
training 
2.464 .148 .292 .174 .038 .677 .803 .081 .370 
9 Area studies 
(information 
giving) 
.017 .012 .992 1.235 .101 .266 3.051 .159 .081 
10 Simulations Simulations are not used 
11 Cultural-aware-
ness training 
5.210 .215 .074 .301 .050 .583 .117 .031 .733 
12 Role playing 1.706 .123 .426 .263 .047 .608 1.338 .105 .247 
13 Stress reduc-
tion training 
.703 .079 .704 1.068 .094 .301 1.533 .113 .216 
14 Cultural-aware-
ness training 
.703 .079 .704 1.068 .094 .301 .041 .018 .840 
15 Critical Inci-
dents 
Critical Incidents are not used 
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Families: support during the stay 
  Time general manager 
spent in foreign culture 
HR department Size of company 
  x² crv p x² crv p x² crv p 
1 Local contact 5.044 .211 .080 .510 .065 .475 3.305 .165 .069 
2 Information on lei-
sure activities 
2.546 .150 .280 2.487 .143 .115 2.348 .139 .125 
3 Contact to fami-
lies from other ex-
patriates 
1.105 .099 .575 .020 .013 .887 .778 .080 .378 
4 Contact to locals 1.571 .118 .456 .212 .042 .645 2.431 .142 .119 
5 Relocation ser-
vices at the end 
of the assignment 
4.957 .209 .084 .013 .010 .909 .177 .038 .674 
6 Language training 2.154 .138 .341 3.061 .159 .080 .377 .056 .539 
7 Cross-cultural 
training 
3.737 .182 .154 .604 .071 .437 1.297 .104 .255 
Source: developed for this research 
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Families: repatriation stage 
  Time general manager 
spent in foreign culture 
HR department Size of company 
  x² crv p x² crv p x² crv p 
1 Return incentive 
payment 
1.706 .123 .426 3.872 .179 .049 .760 .079 .383 
2 Payed pre visits 
to home country 
to organize the 
returning 
1.985 .133 .371 .642 .073 .423 1.526 .112 .217 
3 Shipment of per-
sonal goods is 
expedited 
2.489 .148 .288 .259 .046 .611 .120 .032 .729 
4 Post assignment 
interview to re-
view the view on 
the assignment 
and to address 
any repatriation 
issues 
2.826 
.158 
 
.243 .048 .020 .827 .545 .067 .460 
5 Social event to 
welcome back the 
expatriate 
1.976 .132 .372 2.231 .136 .135 .172 .038 .678 
6 Provision of re-
patriation coun-
selling to ease 
adjustment 
1.432 .113 .489 1.190 .099 .275 .019 .012 .891 
7 Repatriate direc-
tory to establish 
contact with fami-
lies of other re-
patriates 
2.400 .146 .301 .618 .071 .432 1.783 .121 .182 
8 Using of the fam-
ily as contact for 
future expatriates 
families 
2.739 .156 .254 .323 .052 .570 .216 .042 .642 
Source: developed for this research 
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Reasons why not more resources are invested in the selection of expatriates 
  Size of the company 
  x² crv p 
1 
Selection processes are not 
effective 
.095 .028 .758 
2 
The lack of time prohibits a se-
lection process 
.026 .015 .872 
3 
The assignment is relatively 
short (at least one year) it 
does not warrant budget ex-
penditures on selection 
3.246 .164 .072 
4 
There is no need for such 
measures 
.478 .063 .489 
5 
The company has not the fi-
nancial resources to invest in 
selection measures 
1.783 .121 .182 
6 
The selection process is suffi-
cient 
4.843 .200 .028 
Source: developed for this research 
 
Reasons why not more resources are invested in the preparation of expatriates 
  Size of the company 
  x² crv p 
1 The employee is responsible 
for his/her preparation 
.173 .038 .677 
2 Preparation measures have no 
effect 
1.123 .096 .289 
3 The lack of time between se-
lection and relocation prohibits 
preparation measures 
1.783 .121 .182 
4 The assignment is relatively 
short (at least one year) it 
does not warrant budget ex-
penditures on preparation 
4.028 .182 .045 
5 The company has not the fi-
nancial resources to invest in 
preparation measures 
.629 .072 .428 
6 The preparation process is 
sufficient 
.303 .050 .582 
Source: developed for this research  
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Reasons why not more resources are invested in the training of expatriates 
  Size of the company 
  x² crv p 
1 Training programs are not ef-
fective 
1.709 .119 .191 
2 Former expatriates have been 
dissatisfied with training 
measures 
.117 .031 .733 
3 The lack of time between se-
lection and relocation prohibits 
in-depth training 
.026 .015 .872 
4 The overseas assignment is 
relatively short (at least one 
year) it does not warrant 
budget expenditures on train-
ing 
4.028 .182 .045 
5 There is no need for training 
.532 .066 .466 
6 The company has not the fi-
nancial resources to invest in 
cross-cultural assignment 
preparation 
5.669 .216 .017 
7 Former expatriates did not 
want to participate in training 
.617 .071 .432 
8 The training process is suffi-
cient 
4.986 .203 .026 
Source: developed for this research 
 
Reasons why not more resources are invested in the support of expatriates 
  Size of the company 
  x² crv p 
1 Support during the stay is not 
necessary 
.005 .006 .946 
2 Former expatriates have not 
engaged in support measures 
.705 .076 .401 
3 The company has not the fi-
nancial resources to provide 
support during the stay 
.105 .029 .746 
4 The support process is suffi-
cient 
.809 .082 .368 
Source: developed for this research  
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Reasons why not more resources are invested in the repatriation of expatriates 
  Size of the company 
  x² crv p 
1 Repatriation programs are not 
effective 
.609 .071 .435 
2 There is no need for such 
measures 
.100 .029 .752 
3 The assignment is relatively 
short (at least one year) it 
does not warrant budget ex-
penditures on repatriation 
.545 .067 .460 
4 The company has not the fi-
nancial resources to invest in 
such measures 
1.129 .097 .288 
5 The repatriation process is suf-
ficient 
1.855 .124 .173 
Source: developed for this research 
 
Application of at least one cross-cultural training method 
Source: developed for this research  
  
Application of at least one cross-cul-
tural training method for expatriates 
Application of at least one cross-cul-
tural training method for families 
  x² crv p x² crv p 
              
Time general man-
ager spent in foreign 
culture 
2.557 .150 .278 2.955 .162 .228 
Number of employ-
ees  
.025 .014 .516 .000 .001 .992 
HR department pre-
sent 
3.943 .181 .047 .604 .071 .437 
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Family involvement  
  
Use of at least one method out of 
the five stages of the cross-cul-
tural assignment preparation pro-
cess for families of expatriates 
Use of at least one method in each 
stage out of the five stages of the cross-
cultural assignment preparation process 
for families of expatriates 
  x² crv p x² crv p 
Time general manager spent 
in foreign culture 
.715 .080 .398 4.407 .197 .036 
Number of employees  .436 .060 .509 .778 .080 .378 
HR department present 1.903 .125 .168 .020 .013 .887 
Source: developed for this research 
